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SEMINOLE COUNTY GOVERNMENT
AGENDA MEMORANDUM

SUBJECT: Compensation and Benefits Briefing

DEPARTMENT: Human Resources DIVISION:

AUTHORIZED BY:_ Kevin Grace CONTACT: Janet Davis EXT. 7940

Agenda Date 7/27/04__ Regular [X] Consent[ ] Work Session[ | Briefing [ ]
Public Hearing — 1:30 [ | Public Hearing — 7:00 [ ]

MOTION/RECOMMENDATION:
Present the Compensation and Benefits analysis and request Board approval to maintain
the 4% salary adjustment.

BACKGROUND:

This fiscal year the County hired Palmer & Cay to conduct a review of the current
compensation system. The attached review focused on identifying strengths and
weaknesses and provided recommendations on the foundation for the compensation
program. This was accomplished by evaluating the 1997 findings of the Coopers &
Lybrand recommendations that were implemented by the organization.

The Coopers & Lybrand study centered on the County changing the foundational
compensation system to broadbanding. The broadband system reduced the number of
job classifications while focusing on jobs with varying required knowiedge and skills being
paid at the same rate.

The findings from the Palmer & Cay review indicated that overall, Seminole County has
made progress toward maintaining competitive wages, but stili falls slightly behind the
market. The study also found that the County’s benefit package is competitive with other
area employers. The review further identified the need to readdress the broadband
system. While broadbanding is an appropriate system that has improved the way
compensation is administered, it was determined that the system as

implemented, was too broad and required adjustments on the bands. g:\fxit\f;fd by:
DFS:

A review was also conducted on the County’s annual merit increase Other:

practices. It was concluded that a 4% adjustment is consistent with DCM:

standard compensation practices. CM:

It is requested that in order to remain competitive, the Board maintain File No.

the 4% overall salary adjustment based on the following allocation:

2.5% Annual Adjustment - Calculated on the Total Salary
1.0% Merit - Calculated on the Mid-Point of Salary Range
5% One Time Adjustment - To be used to bring staff to market (Mid-Point)
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In 2002 Seminole County developed strategic planning goals. The findings of this report fulfill
one of the Workforce Development goals: “We will undertake a comprehensive review of
compensation and benefits by February 2004.” Initiation of this goal began in July 2003 when a
Request for Quote (RFQ) was prepared to solicit consultant services to conduct this review,

The scope of the project included:

[ Validity assessment of current base pay systems to include:
» Job analysis process (Position Information Questionnaire)
» Job descriptions format and general content
» Job evaluation system
+ Band classification system
« Methodology for pay range development
« Methodology for base pay adjustments

II. Assessment of market competitiveness of benefit programs and major practices to include:

+ Salary

« Paid Time Off

» Health Insurance Coverage (including medical and dental plans})
» Long-term Disability Insurance

» Optional Benefits

+ Holdays

¢ Deferred Compensation

s Florida Retirement System

» Flexible Work Hours

e Service Awards

A Seminole County Task Force was developed with all departments represented. On
September 9™ this task force selected Palmer and Cay Consulting Group. Palmer and Cay’s first
Task Force meeting was held on October 7, 2003. Task force representatives worked directly



with their departments collecting data as requested by Palmer and Cay. On December 3™,
Palmer and Cay presented their recommendations. Their recommendations are summarized in
this report.

S

= Position Information Questionnaire is comprehensive with some minor changes.
» Flexibility in hire in starting salaries.

= QOverall benefits package.

= Job descriptions in muitiple formats.

= Internal equity.

= Pay compression.

e

» Update all job descriptions to one format and delineate what is needed for the next level.

» Move up to the next level within the band if requirements are met/skill set acquired/value
added.

» Develop one memo form for all job reclassifications.

» Maintain current organization charts for validity.

= List working titles under broad band tile.

= Make more bands or pay zones within bands — rename.

= Contribute toward part-time (not seasonal) health insurance coverage.

» Redo band classification.

Palmer and Cay Consulting Group’s Report
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Introduction

Introduction

The Seminole County Board of County Commissioner’s (the County) retained Palmer & Cay
Consulting Group (PCCG) to provide compensation and benefits consulting services. Project
objectives included:

[. Validity assessment of current base pay systems to include:

Job analysis process (Position Information Questionnaire)
Job descriptions format and general content

Job evaluation system

Band classification system

Methodology for pay range development

Methodology for base pay adjustments

II. Assessment of market competitiveness of benefit programs and major practices to include:

Salary
Paid Time Off

Health Insurance Coverage (including medical and dental plans)
Long-term Disabality

Optional Benefits

Holidays

Deferred Compensation

Florida Retirement System

Flexible Work Hours

Service Awards



Market Competitiveness Review

Job Analysis Process

PCCG conducted a review of the Position Information Questionnaire (P1Q) currently utilized by
the County, and we have provided the following comments by section.

General Information:

This section contains the standard job information required for the job evaluation process. The
County should consider adding a space for the supervisor’s phone number, in case the evaluator
has any questions or needs to schedule a job audit.

General Instructions:
This section is very useful by providing answers to questions employees often have when

completing the form.

L Position Summary:

This section solicits information on the primary purpose of the position and tools and equipment
used by the position. These are both important pieces of information to collect in a PIQ.
Particularly helpful is the example provided for a Position Summary, as this is something that
many employees have difficulty articulating in writing. In addition, the necessary tools and
equipment required by the position is important to consider both for complexity of the job and
for physical requirements.

1L Principal Position Duties:

Again, the mstructions provided, especially the chart indicating the estimated percentage of time,
should be helpful to employees completing the PIQ. For jobs being reviewed for possible
reclassification, having the employee list the tasks that have been added in the last three years
should assist the evaluator in determining how the job has changed.

IIl.  Job Evaluation Factors:

Most job factors have seven (7) levels listed under each factor, resulting in an equally weighted
point-factor system, and overall, there are clear distinctions between each level. All job factors
appear to be relevant to jobs within the County. Additional comments on particular job factors

are provided below:

1. Fermal Education/License, Certifications or Registrations

Appropriate emphasis is placed on the minimum educational requirements of the job,
rather than on the employee’s own level of education. The County should consider
formal licensing, certification, etc., in addition to college education, when assigning

points for this factor.

2. Work Experience
The number of levels is appropriate, but the description of each level can be confusing

due to overlap. The County should consider clarifying this, such as shown below:

0 to 1 year Upto 1 year

1 year to 2 years At least I year
2 years to 3 years At least 2 years
3 years to 5 years At least 3 years
5 years to 7 years At least 5 years
7 years to 10 years At least 7 years
Over 10 years Over 10 years
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Market Competitiveness Review

Job Analysis Process (continued)

3. Impact of Actions/Impact on Budgets, Revenues and Grants/Dollar Magnitude
The County should consider deleting Section 3b - Impact on Budgets, Revenues and
Grants, or clarifying the terminology used in and providing specific examples of what is
meant by the following terms:

+ Incidental

» Supportive

¢ Recommending

» Controlling

e Delegating

4. Complexity
This factor provides a good explanation and good distinction between levels.

5. Decision Making
This factor provides a good explanation and good distinction between levels.

6. Communication
This factor provides a good explanation and good distinction between levels.

7. Managerial Skills/Supervisory Knowledge of Staff’s Occupations
The County should consider asking for the number and titles of direct and indirect

reports. It is not clear how the Supervisory Knowledge of Staff’s Operations is used to
evaluate jobs, and if it is not considered, it should be removed to simplify the form.

8. Responsibility for the Welfare of Others

Unlike the others, this job factor has only three (3) levels and degrees within each level.
The example provided shows the selection of one level of responsibility and one level of
frequency; however, it appears that multiple levels with different levels of frequency
could apply to some jobs. In addition, this is a job factor that is typically evaluated in a
more active form, i.e., a risk/safety factor as it relates to the incumbent in the job being
evaluated rather than the incumbent’s responsibility for the welfare of others. In its
current form, this job factor gives more weight to jobs with lead worker or supervisory
responsibilities — jobs that already have many other directly related job factors. (Delete

this factor.)

9. Innovation/Creativity
This factor provides a good explanation, good distinction between levels, and asks for

specific examples, which 1s helpful to the evaluator.



Market Competitiveness Review

Job Analysis Process (continued)

V. Working Conditions/Physical Efforts

This section appears to be a comprehensive list of the working conditions and physical efforts
required of County jobs; however, due to the great diversity of County services and jobs, the
County should consider adding space so that jobs with working conditions and physical efforts
that do not fit into the categories provided can be described. Many orgamizations also wish to
address the frequency of exposure when evaluating the job as well. An example is provided

below.

Stockroom or warehouse

Typically works outside

High noise environment

High dust, dirt, grease environment
Works alone or closely with others

Typically sitt.i.ng at a%lesk or table
Intermittently sitting, standing, stooping
Typically standing and/or walking
Typically bending, crouching, stooping
Typically crawling and/or kneeling
Typically jumping and/or throwing

As it is currently written, this information does not appear to be considered in the job evaluation
process. It is common for governmental-job evaluation systems to incorporate this information
into a compensable job factor, so that jobs with the most strenuous physical efforts and adverse
working conditions are given credit accordingly. It is important to consider the physical efforts
and working conditions because many of the jobs with these characteristics would not otherwise
rank very high on any other job factor, and it is these characteristics that add value to the job.
(Collection of data for this factor provides the necessary information to remain compliant with
the Americans with Disabilities Act.)

V. Comments

This section provides an opportunity for employees and supervisors to provide any final
comments. For the Supervisor’s comments section, the County should consider adding a
statement that instructs them not to describe the incumbent employee’s qualifications, skills or
work performance, as the PIQ is not the appropriate place for such comments. Instead the
Supervisor’s comments should focus on how their views of the position’s job, tasks, and
requirements may differ from that which the emplovee described.




Market Competitiveness Review

Job Descriptions

PCCG has provided the following recommendations based on our knowledge of best practices,
experience with other clients, and taking into consideration feedback from the Task Force.

Although similar in format, some County jobs have job descriptions and some have position
descriptions. The table below shows the sections of information contained in each format, listed

in the order they appear on the documents:

“Job.D L} Position:D
Position Title Classification
Working Title* Work Area*
Class Code Class Code
FLSA FLSA
EEQ Code Effective Date
Effective Date Function
Major Function Education and Experience
Essential Functions Special Requirements
Mintmum Qualifications Essential Functions
Working Conditions Working Conditions

*For both, having a second, more descriptive title (working title, work area) is essential when
using a band classification system, so that the specific job can be identified within the broad
band of job titles.

Recommendations — Job Description Format

e Of the two formats currently being used, PCCG recommends using the job description format
for all jobs.

- In this format, the minimum qualifications section includes knowledge, skills and
abilities required, and education, experience, special licenses/training; therefore it does
not require a “Special Requirements” such as in the position description.

This format lists the requirements of the job section in an order that 1s more consistent

with standard compensation practices.

« A “revision date” should be added to the job description format, which will show the history
of changes to the job description (this would be in addition to the effective date).




Market Competitiveness Review

Job Descriptions (continued)

Recommendations — Job Description Content

Based on the desired edits to the job description format we received as part of the internal

review process for this project, it is clear that most job descriptions require some update.

The County should have a policy that outhines the process for annually reviewing all job

descriptions.

- The annual job description review process is usually initiated by Human Resources.

- Each Director is responsible for reviewing the job descriptions and recommending
updates.

- Human Resources is responsible for reviewing the proposed updates and revising the job
descriptions as appropriate.

- The revision date information will assist in identifying departments where job description
updates are not being done consistently.

To facilitate career pathing/succession planning, the minimum gualifications section should

be modified to show what qualifications are required to reach the next level in a job series.

For example, what specific knowledge, skills, abilities, formal education and/or experience

does an “Analyst” need to become a “Senior Analyst” and then a “Principal Analyst”?

Job Evaluation System

PCCG reviewed the County’s current process for classifying jobs, and found that the process
incorporates several strengths, or best practices:

Strengths

Requests from Departments are considered each fiscal year during the budget process. This is
a trend we are seeing in many organizations as they try to simplify their processes and
operate more effectively and efficiently.

These changes are effective the first day of the new fiscal year.

There are clear guidelines as to what documentation is needed to initiate the process.

The process is sound, and both internal equity and external competitiveness are being

considered.

Recommendations

The sample memorandums from Departments requesting an evaluation of a job should be
combined into one memorandum with a check-off box indicating the type of request.

In most organizations where HR Generalists serve as “consultants™ assigned to specific
departments, the individual Generalists will meet as a team first to discuss potential
classifications/reclassifications prior to them being put in wrting. This helps to maintain
internal equity by being aware of the impact a change may have across departments, and
helps to anticipate other problems that may be encountered.




Market Competitiveness Review

Band Classification System

Banded classification systems, such as that used by the County, consist of broad classifications
encompassing a variety of specific job titles that have similar qualifications, responsibilities and
skill levels. It is a current trend in the field of compensation, and some of the desired outcomes
of banded classification systems mclude:

o Lasier administration due to fewer classifications;

» Fewer reclassification reguests, since there should be a clear distinction between the
band a classification is in and those above and below it; and

s Fosters a team-oriented environment by recognizing characteristics between wide
varieties of job that are similarly valued.

Some of the difficulties associated with a banded classification system include:

o Market pricing. Reviewing external competitiveness by means of market pricing is done
through salary surveys. An organization needs to be able to match the banded job with a
more detailed description to facilitate appropriate survey matches. As an example, a
salary survey will provide separate market data for a Budget Analyst, Human Resources
Analyst, Network Analyst, etc. An administrator of a banded classification system has to
be familiar with what specific duties fall into the “Analyst” classification in order to
facilitate market pricing.

»  Maintaining Internal Equity. If not carefully administered, it sometimes becomes the
goal of trying to get a job into the desired pay grade by calling it an “Analyst” even
though it does not have the same traits and requirements of other jobs in the category.
This disrupts the balance of internal equity and can defeat the purpose of having a banded
classification system.

o FLSA. The exempt/non-exempt status of jobs needs to be carefully monitored in a banded
classification system, as this will be more driven by individual position than by overall
classification (i.e., not all “Analysts” or “Coordinators” are necessarily the same
exemption status).

Observations
The County is currently experiencing several of these difficulties associated with its band

classification system. In addition, PCCG found that the County’s current system appears to have
jobs assigned to band classifications without any clear relationship from one level to the next.
Typically, job title series in band classification systems (e.g., Analyst, Senior Analyst, Principal
Analyst) identify career pathing opportunities within and across job families.

PCCG recommends that the County implement the following steps:

o Update the current job descriptions associated with the individual positions within the
County.

« Review the banded classification assignment associated with each job description to ensure
that the position is appropriately classified based on qualifications, responsibilities and skill
levels, according to the County’s current job evaluation system.

o Implement any necessary changes to assigned classifications.

» Designate benchmark jobs associated with each classification title for the purposes of market
pricing.

» Maintain an annual review policy (i.e., job descriptions and reclassification requests)

7



Market Competitiveness Review

Methodology for Pay Range Development

Seminole County participates in compensation surveys covering other employers with similar
jobs. This information is used to determine the relative competitive position of the County’s pay
structure. The Pay Plan contains salary ranges with a minimum and maximum rate for each title.

PCCG’s recommended methodology for pay range development and update is also based on
compensation surveys. To develop pay ranges, we recommend the County use, at a minimum,
the following published survey sources:

» Economic Research Institute, Salary Assessor Database

+ Florida Public Personnel Association, Annual Market Survey

« Watson Wyatt:
- ECS Geographic Report on Office Personnel Compensation
- ECS Geographic Report on Professional & Scientific Personnel Compensation
- ECS Geographic Report on Supervisory Management Compensation
- ECS Geographic Report on Technician and Skilled Trades Personnel

Compensation

- ECS Geographic Report on Top Management Compensation
~  ECS Industry Report on Middle Management Compensation

o William M. Mercer, Benchmark Compensation Survey

In addition to the published survey sources, PCCG recommends the County implement a
customized private survey. A customized survey will help ensure that (1) the appropriate
organizations are surveyed, (2) the appropriate jobs are surveyed, and (3) the matches of external
organization jobs with County jobs are equivalent.

To maintain pay ranges, PCCG recommends the County use data from the WorldatWork’s
Annual Salary Budget Increase Survey (Seminole County currently does this) and/or comparable
survey data. For example, if the WorldatWork data indicates an average two percent salary
structure adjustment, all salary ranges (minimums, midpoints and maximurmns) should be adjusted
by approximately two percent, if economically feasible, and the range spreads should remain

consistent.

While it is important to review pay ranges annually, PCCG recommends that organizations
conduct a detailed market analysis every three vears to assess the integrity of its pay ranges with
actual market conditions (i.e., midpoints should be closely aligned with the desired market
position outlined in the organization’s compensation strategy, or pay philosophy).




Market Competitiveness Review

Methodology for Pay Range Development (continued)

PCCG reviewed the County’s current ranges for pay bands two through ten, and our observations
are noted below:

Pay | Band | Band | - Banc nd: and

‘Band, |Minimirm| Midpoine | Miaxi inirium [aximirninz(Widt ifférenti
010 $35.94 $51.21 $ 74,755 |$106,517 |$138,278 85% 30%
009 | $27.69 $39.46 $ 57,595 |§ 82,077 {3106,558 85% 24%
008 $22.36 $31.87 $ 46,509 |$ 66,290 |§ 86,070 85% 22%
007 | $18.33 $26.13 3 38,126 1% 54340 |3 70,554 85% 22%
006 $15.02 $21.41 $ 31,242 |3 44,533 |§ 57,824 85% 22%
005 $12.32 $17.55 $ 25,626 |$ 36,504 1% 47382 35% 22%
004 $10.10 $14.39 F 21,008 |% 29931 |§ 38,834 85% 15%
003 $8.78 $12.51 § 18,262 |§ 26,010 |§ 33,758 85% 15%
002 $7.63 $10.87 $ 15870 I8 22,610 |$ 29,349 85%

Overall Observations

The widths of the salary ranges are broader than those typically found for similar jobs. This

results in the minimums being too low, which may lead to recruiting problems, and the
maximums to be too high, which leads to potentially paying salaries that are higher than
market norms, and 1s not an effective use of salary budget dollars.

The midpoint differentials should reflect the differences in market rates for benchmark jobs
within each pay band. Based on the market competitiveness review, overall the County’s
midpoints are shightly below the market median.

Based on the market review, adjustments to the current pay bands will be required to
facilitate career pathing within and across job families. Some options to accomplish this
include adding additional pay grades with a common midpoint differential or widening the
ranges to true “broad bands” and creating “pay zones” within the broad bands.




Market Competitiveness Review

Methodology for Base Pay Adjustments

PCCG reviewed the County’s current base pay adjustment policies, and found that they
incorporate sound compensation practices, provided they are administered consistently. We
have provided comments below for each method of base pay adjustment:

New hire pay
This policy 1s conservative vet provides some flexibility for hiring rates depending on an

applicant’s experience or skill level.

Promotional increases

This policy also provides flexibility to managers, but it is clear that a salary must stay within the
salary range. If the County is experiencing inequities in promotional increases, or the perception
of such, then it should consider adopting a policy with a more definite promotional amount.

Lateral transfers
The County’s later transfer policy and procedures are written according to standard

compensation practice.

Reclassifications/transfers to lower level positions
This policy incorporates a standard compensation practice by allowing some flexibility for a
salary adjustment, under certain circumstances, providing it does not exceed the salary range.

Reclassifications to higher-level position
This policy incorporates a standard compensation practice by allowing some flexibility for a

salary adjustment, and outlines that the salary should be at least equivalent to the new minimum.

Internal/external equity adjustments
This practice is growing in popularity, and is desirable because it helps to maintain morale so

that new employees aren’t seen as more valuable than tenured employees.

Temporary assignments
The amount of the temporary increase of 5% or to minimum of higher pay grade is a standard
practices, but the County should consider reducing the number of days, which is currently 30,

before awarding temporary assignment pay.

Annual merit increases
The County’s policy is consistent with standard compensation practices and a leader in the public

sector by basing salary adjustments on performance.

Trainee positions
PCCG considers this to be a best practice, one which is particularly helpful for hard to fill

positions or for positions with specific minimum qualifications which are usually obtained
through on the job training.

Completion of career service probation
This is a standard compensation practice, and one that is commonly used to support a base pay

adjustment because it is based on demonstrated ability to perform the work.
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Market Competitiveness Review

Benefits

Paid Time Off
Paid time off leave plans are a current trend. For the County, new full-time emplovees accrue 20
days per year of Paid Time Off (16 days for 24-hour shift personnel), and accrual rates increase

with service time. This is competitive with the market.

Health Insurance Coverage

Employees may choose a Managed Health Care (HMO) or Designated Provider Program
(POSHMO). Dependent coverage is also available (the County pays 50% of dependent
coverage). Most organizations comparable in employee size to Seminole County offer a variety
of medical plans from which to choose.

Optional Benefits
Seminole County offers the following additional optional benefits to employees:

o Dental Insurance: A choice of prepaid or indemnity plan available for employees and
dependents at employee expense. [t is a common practice cross-industry to offer dental
insurance at employee expenses,; however, it is more common for public sector emplovers
to contribute towards the cost.

« Additional Life Insurance: At employee expense, additional life msurance up to four
times annual salary; dependent coverage also available. This is a standard practice and
competitive with the market.

o Short-Term Disability Insurance: At employee expense. The availability of STD
insurance is a standard practice for organizations utilizing PTO.

+ Long-Term Disability Insurance: Provides 50% of your salary if you become disabled.
This benefit 1s paid by the employer. Employees have the option to increase the benefit
to 60% and the employee pays for the additional coverage. Benefits are payable after 6
months of disability.

e Flexible Spending Account: A pre-tax account for childcare and un-reimbursed medical
expenses. This is a standard practice and competitive with the market.

o Pre-Tax Payroll Deductions: Under Section 125 of the IRS Code, certain payroll
deductions for insurance coverage may be taken out prior to income being taxed. This is
a standard practice and competitive with the market.

Holidays

Seminole County currently offers 11 paid holidays, which include an employee birthday holiday
and a floating Work/Life Day. This number of paid holidays, as well as the policies and
procedures associated with holiday pay is comparable with other public sector organizations.
Eleven paid holidays is slightly more competitive than what is normally offered by private sector

organizations.

Deferred Compensation
Seminole County employees may choose to have pre-tax payroll deductions made for deposit

into a 457 savings plan up to the IRS-established maximum of $11,000 per year. This is a
standard practice and competitive with the market.

11



Market Competitiveness Review

Benefits (continneq)

Florida Retirement System
All employees in regularly established positions are automatically covered from the first day of

employment. Seminole County pays all contributions into the system in the employee’s behalf.
This is a standard practice and competitive with the market.

Service Awards

The County offers a comprehensive program of both formal and informal recognition and
Incentives to reward outstanding performance and enhance service to the citizens of Seminole
County. We asked the Task Force to tell us what three Service Awards the employees in their
Department appreciated the most, and the following received the most responses:

» Paton the Back Award

« Years of Service Recognition Award
= Employee of the Month/Year

o Teamwork

o Gift Cards

Rewards and recognition programs are a current trend in compensation programs, and they
should be monitored regularly for effectiveness and modified as needed.

12



Overall Recommendations

Overall Recommendations

Qur findings, based on this imtial assessment of the County’s Base Pay Systems and Market
Competitiveness, indicate the base pay system is sound. Annual review to determine expected
market fluctuations should continue to maintain the integrity of the system and to continue
attracting, retaining and motivating quality employees in a fiscally responsible manner.

As stated previously in this report PCCG recommends the following steps be taken:

1.

Job Description Update — Update all job descriptions using a consistent format and
implement a process to review and update them annually.

Band Classification System/Internal Equity Review — Using the current job evaluation
method, all working titles within each band (as opposed to the broad classification title) need
to be evaluated individually based on the updated job descriptions to determine if they are in
the correct band classification. Establish career paths within job families and across job

fanmilies.

Update Salary Structure — Consider both the findings of the internal equity review and
external market data to update and/or revise the current salary structure.

Cost Analysis — Conduct a cost analysis to determine the cost associated with implementing
the changes, including a cost option to address the issue of pay compression.

Organizational Charts — Human Resources should conduct an annual review and update any
changes to the organizational charts.
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Introduction

Introduction

The Seminole County Board of County Commissioner’s (the County) retained Palmer & Cay

Consulting Group (PCCG) to provide compensation and benefits consulting services. Project
objectives included:

1. Validity assessment of current base pay systems to include:

Job analysis process (Position Information Questionnaire)
Job descriptions format and general content

Job evaluation system

Band classification system

Methodology for pay range development

Methodology for base pay adjustments

1. Assessment of market competitiveness of benefit programs and major practices to include:

Salary

Paid Time Off

Health Insurance Coverage (including medical and dental plans)
Optionat Benefits

Holidays

Deferred Compensation

Florida Retirement System

Flexible Work Hours

Service Awards



Base Pay Systems Review

Job Analysis Process

PCCG conducted a review of the Position Information Questionnaire (PIQ} currently utilized by
the County, and we have provided the following comments by section.

General Information:

This section contains the standard job information required for the job evaluation process. The
County should consider adding a space for the supervisor’s phone number, in case the evaluator
has any questions or needs to schedule a job audit.

General Instructions:
This section is very useful by providing answers to questions employees often have when
completing the form.

L Position Summary:

This section solicits information on the primary purpose of the position and tools and equipment
used by the position. These are both important pieces of information to coilect in a PIQ.
Particularly helpful is the example provided for a Position Summary, as this is something that
many employees have difficulty articulating in writing. In addition, the necessary tools and
equipment required by the position is important to consider both for complexity of the job and
for physical requirements.

11 Principal Position Duties:

Again, the instructions provided, especially the chart indicating the estimated percentage of time,
should be helpful to employees completing the PIQ. For jobs being reviewed for possible
reclassification, having the employee list the tasks that have been added in the last three years
should assist the evaluator in determining how the job has changed.

1. Job Evaluation Factors:

Most job factors have seven (7) levels listed under each factor, resulting in an equally weighted
point-factor system, and overall, there are clear distinctions between each level. All job factors
appear to be relevant to jobs within the County. Additional comments on particular job factors
are provided below:

1. Formal Education/License, Certifications or Registrations
Appropriate emphasis is placed on the minimum educational requirements of the job,
rather than on the employee’s own level of education.

2. Work Experience
The number of levels is appropriate, but the description of each level can be confusing
due to overlap. The County should consider clarifying this, such as shown below:

1 year to 2 years At least 1 year
2 years to 3 years At least 2 years
3 years to 5 years At least 3 years
5 years to 7 years At least 5 vears
7 years to 10 years At least 7 years
Over 10 years Over 10 years
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Base Pay Systems Review

Job Analysis Process (continued)

3. Impact of Actions/Impact on Budgets, Revenues and Grants/Dollar Magnitude
The County should consider clarifying the terminology used in section 3b - Impact on
Budgets, Revenues and Grants, or providing specific examples of what is meant by the

following terms:
» Incidental
» Supportive
s Recommending
» Controlling
» Delegating
4. Complexity

This factor provides a good explanation and good distinction between levels.

5. Decision Making
This factor provides a good explanation and good distinction between levels.

6. Communication
This factor provides a good explanation and good distinction between levels.

7. Managerial Skills/Supervisory Knowledge of Staff’s Occupations

The County should consider asking for the number and fitles of direct and indirect
reports. It is not clear how the Supervisory Knowledge of Staff’s Operations is used to
evaluate jobs, and if it is not considered, it should be removed to simplify the form.

8. Responsibility for the Welfare of Others

Unlike the others, this job factor has only three (3) levels and degrees within each level.
The example provided shows the selection of one level of responsibility and one level of
frequency; however, it appears that multiple levels with different levels of frequency
could apply to some jobs. In addition, this is a job factor that is typicaily evaluated in a
more active form, i.e., a risk/safety factor as it relates to the incumbent in the job being
evaluated rather than the incumbent’s responsibility for the welfare of others. In its
current form, this job factor gives more weight to jobs with lead worker or supervisory
responsibilities — jobs that already have many other directly related job factors.

9. Innovation/Creativity
This factor provides a good explanation, good distinction between levels, and asks for
specific examples, which is helpful to the evaluator.



Base Pay Systems Review

Job Analysis Process (continued)

V. Working Conditions/Physical Efforts

This section appears to be a comprehensive list of the working conditions and physical efforts
required of County jobs; however, due to the great diversity of County services and jobs, the
County should consider adding space so that jobs with working conditions and physical efforts
that do not fit into the categories provided can be described. Many organizations also wish to

address the frequency of exposure when evaluating the job as well. An example is provided
below.

S " % of Time...
Check one for each Workmg Condltlon selected) -

Check All .
That | E § : : T y . "Occaswnal_ . Frequent Constant
Apply . 'Working Conditions Gl tig2seg 25-50% - 50-75%. . | 75-100%
Normal office situation
Stockroom or warehouse
Typically works outside
High noise environment
High dust, dirt, grease environment
Works alone or closely with others
. % of Time -
: (Check one for each Physncal Effort selected)
Check All | T _
That T L gore | Qocasiondt | Freguens | Constomt
Apply : -Physical Efforts. s Cig-25% - | 2550y 50-75% 75-100%

Typically sitting at a desk or table
Intermittently sitting, standing, stooping
Typically standing and/or walking
Typically bending, crouching, stooping
Typically crawling and/or kneeling
Typically jumping and/or throwing

As 1t is currently written, this information does not appear to be considered in the job evaluation
process. It 1s common for governmental-job evaluation systems to incorporate this information
mto a compensable job factor, so that jobs with the most strenuous physical efforts and adverse
working conditions are given credit accordingly. It is important to consider the physical efforts
and working conditions because many of the jobs with these characteristics would not otherwise
rank very high on any other job factor, and it is these characteristics that add value to the job.

V. Comments

This section provides an opportunity for employees and supervisors to provide any final
comments. For the Supervisor’s comments section, the County should consider adding a
statement that instructs them not to describe the incumbent employee’s qualifications, skills or
work performance, as the PIQ is not the appropriate place for such comments. Instead the
Supervisor’s comments should focus on how their views of the position’s job, tasks, and
requirements may differ from that which the employee described.



Job Descriptions

Base Pay Systems Review

PCCG reviewed the job description formats and content currently utilized by the County, and
solicited feedback from the Task Force about what changes the County desired. As shown in the
table below there was a wide variety of desired changes.

Division '

Current Tses:

Desired Uses

Task Force Feedback Regardi Job Descrlptmns

 Desired. Format Changes -

Roads/Stormwater

Interwew/hmng process, job class
modifications, disciplinary actions
and informing employees of duties

More loosely written to allow
employees to be more widely
utilized

Clearer definition as to
responsibilities and geals (to
reflect employee’s strengths)

®  Post hourly rate on vacancies
rather than annual rate

®  Signed and dated by
employees

®  More clearly defined 1o
employees’ actual job
responsibilities

Fiscal Services

. To establish duties and level of

difficulty with work assignments
Review when filling vacancy

Review when initiating annual
performance plans

Used as minimum standards for

hiring and for setting performance
evaluation factors

Could be expanded to reflect
the time % allocated to each
task

Could be expanded to include
identification/ scheduling of
daily, weekly, monthly,
annua! tasks

Used as minimum standards
for hiring and for setting
performance evaluation
factors

®  Revised position description
provided (new format)

Econcemic To fill vacant positions Not recommended ®  Job titles could be more

Development Recruitment and selection reflective of what the position
entails

Fublic Safety As part of our interview process, Establishing a career path for

and to remind employees of their
job obligations

For hiring and identifying job
roles and responsibilities

To have a position posted and let
person being interviewed have an
idea of what would be expected
of them

Not followed closely — work is
allocated based on interest and
skills

For hiring job advertisement.

Some feel it is used solely for
position posting and does not fit
the actual dutics assigned to the
employee

promotion and employee
growth

Additional detail so we would
not receive applicants that do
not meet our needs

For hiring job advertisements

More specific to the type of
work performed to attract the
correct applicant and for
accurate review of position
pay criteria

All positions should have one,
not all do

®  Less generalization and more
specific requirements
More detail
Change the title to better fit
the job

®  Detailed to fit the job instead
of general type duties, e.g.,
clerical verses inventory
tracking

Parks and Recreation

For hiring and to develop specific
duties and responsibilities for
employee reference

Current format meets our
needs

®  None - no need to make more
specific. It's general enough
to get a basic idea of the skills
and job knowledge needed to
perform the job

Deputy CM

Recruitment and job
responsibilities

Succession planning

®  Position and titles being
comparable

Human Resources

Hiring/job posting, recruitment,
performance planners, position
analysis, notify new employees of
job responsibilities

Career pathing

e Titles that reflect position
responsibility
«  Shorter, bulleted items

Community Services

Recruitment, KSA's, Evaluation,
Qrientation and Performance
Measurement

Have them connected to the
new proposed annual planner
and performance evaluation
document

®  Have them connected to the
performance evaluation
document and weight them
for evaluation purposes




Base Pay Systems Review

Job Descriptions (continued)

PCCG has provided the following recommendations based on our knowledge of best practices,
experience with other clients, and taking into consideration feedback from the Task Force.

Although similar in format, some County jobs have job descriptions and some have position
descriptions. The table below shows the sections of information contained in each format, listed
mn the order they appear on the documents:

\iPosition Destripition
Classification Title

Working Title* Work Area*
Class Code Class Code
FLSA FLSA
EEO Code Effective Date
Effective Date Function
Major Function Education and Experience
Essential Functions Special Requirements
Minimum Qualifications Essential Functions
Working Conditions ‘Working Conditions

*For both, having a second, more descriptive title (working title, work area) is essential when
using a band classification system, so that the specific job can be identified within the broad
band of job titles.

Recommendations — Job Description Format

« Of the two formats currently being used, PCCG recommends using the job description format
for all jobs.
~ In this format, the minimum qualifications section includes knowledge, skills and
abilities required, and education, experience, special licenses/training; therefore it
does not require a “Special Requirements” such as in the position description.
~ This format lists the requirements of the job section in an order that is more
consistent with standard compensation practices.
e A “revision date” should be added to the job description format, which will show the history
of changes to the job description (this would be in addition to the effective date).



Base Pay Systems Review

Job Descriptions (continued)

Recommendations — Job Description Content

+ Based on the desired edits to the job description format we received as part of the internal
review process for this project, it is clear that most job descriptions require some update.
The County should have a policy that outlines the process for annually reviewing all job

descriptions.
- The annual job description review process is usually initiated by Human
Resources.
- Each Director is responsible for reviewing the job descriptions and recommending
updates.

- Human Resources is responsible for reviewing the proposed updates and revising
the job descriptions as appropriate.

- The revision date information will assist in identifying departments where job
description updates are not being done consistently.

+ To facilitate career pathing/succession planning, the minimum qualifications section should
be modified to show what qualifications are required to reach the next level in a job series.
For example, what specific knowledge, skills, abilities, formal education and/or experience
does an “Analyst” need to become a “Senior Analyst” and then a “Principal Analyst™?



Base Pay Systems Review

Job Evaluation System

PCCG reviewed the County’s current process for classifying jobs, and found that the process
incorporates several strengths, or best practices:

Strengths

Requests from Departments are only considered each fiscal year during the budget process.
This is a trend we are seeing in many organizations as they try to simplify their processes and
operate more effectively and efficiently.

All changes are effective the first day of the new fiscal year.

There are clear guidelines as to what documentation is needed to initiate the process.

The process is sound, and both internal equity and external competitiveness are being
considered.

Recommendations

The sample memorandums from Departments requesting an evaluation of a job should be
combined into one memorandum with a check-off box indicating the type of request.

In most organizations where HR Generalists serve as “consultants” assigned to specific
departments, the individual Generalists will also meet as a group to discuss potential
classifications/re-classifications. This helps to maintain internal equity by being aware of the
impact a change may have across departments, and helps to anticipate other problems that
may be encountered.



Base Pay Systems Review

Band Classification System

Banded classification systems, such as that used by the County, consist of broad classifications
encompassing a variety of specific job titles that have similar qualifications, responsibilities and
skill levels. It is a current trend in the field of compensation, and some of the desired outcomes
of banded classification systems include:

o Easier administration due to fewer classifications;

» Fewer reclassification requests, since there should be a clear distinction between the
band a classification is in and those above and below it; and

» [Fosters a team-oriented environment by recognizing characteristics between wide
varieties of job that are similarly valued.

Some of the difficulties associated with a banded classification system include:

» Market pricing. Reviewing external competitiveness by means of market pricing is done
through salary surveys. An organization needs to be able to match the banded job with a
more detailed description to facilitate appropriate survey matches. As an example, a
salary survey will provide separate market data for a Budget Analyst, Human Resources
Analyst, Network Analyst, etc. An administrator of a banded classification system has to
be familiar with what specific duties fall into the “Analyst” classification in order to
facilitate market pricing.

o Maintaining Internal Equity. If not carefully administered, it sometimes becomes the
goal of trying to get a job into the desired pay grade by calling it an “Analyst” even
though it does not have the same traits and requirements of other jobs in the category.
This disrupts the balance of internal equity and can defeat the purpose of having a banded
classification system.

o FLSA. The exempt/non-exempt status of jobs needs to be carefully monitored in a banded
classification system, as this will be more driven by individual position than by overall
classification (i.e.,, not all “Analysts” or “Coordinators” are necessarily the same
exemption status).

Observations

The County is currently experiencing several of these difficulties associated with its band
classification system. In addition, PCCG found that the County’s current system appears to have
jobs assigned to band classifications without any clear relationship from one level to the next.
Typically, job title series in band classification systems (e.g., Analyst, Senior Analyst, Principal
Analyst) identify career pathing opportunities within and across job families.

PCCG recommends that the County implement the following steps:

+ Update the current job descriptions associated with the individual positions within the
County.

e Review the banded classification assignment associated with each job description to ensure
that the position is appropriately classified based on qualifications, responsibilities and skill
levels, according to the County’s current job evaluation system.

+ Implement any necessary changes to assigned classifications.

» Designate benchmark jobs associated with each classification title for the purposes of market
pricing.

« Maintain current annual review policy.



Base Pay Systems Review

Methodology for Pay Range Development

Seminole County participates in compensation surveys covering other employers with similar
jobs. This information is used to determine the relative competitive position of the County’s pay
structure. The Pay Plan contains salary ranges with a minimum and maximum rate for each title.

PCCG’s recommended methodology for pay range development and update is also based on
compensation surveys. To develop pay ranges, we recommend the County use, at a minimum,
the following published survey sources:

+ Economic Research Institute, Salary Assessor Database

« Florida Public Personnel Association, Annual Market Survey

« Watson Wyatt:
- ECS Geographic Report on Office Personnel Compensation
~ ECS Geographic Report on Professional & Scientific Personnel Compensation
- ECS Geographic Report on Supervisory Management Compensation
~ ECS Geographic Report on Technician and Skilled Trades Personnel

Compensation

- ECS Geographic Report on Top Management Compensation
- ECS Industry Report on Middle Management Compensation

o William M. Mercer, Benchmark Compensation Survey

In addition to the published survey sources, PCCG recommends the County implement a
customized private survey. A customized survey will help ensure that (1) the appropriate
organizations are surveyed, (2) the appropriate jobs are surveyed, and (3) the matches of external
organization jobs with County jobs are equivalent.

To maintain pay ranges, PCCG recommends the County use data from the WorldatWork’s
Annual Salary Budget Increase Survey and/or comparable survey data. For example, if the
WorldatWork data indicates an average two percent salary structure adjustment, all salary ranges
(minimums, midpoints and maximums) should be adjusted by approximately two percent, if
economically feasible, and the range spreads should remain consistent.

While it is important review pay ranges annually, PCCG recommends that organizations conduct
a detailed market analysis every three years to assess the integrity of its pay ranges with actual
market conditions (i.e., midpoints should be closely aligned with the desired market position
outlined in the organization’s compensation strategy, or pay philosophy).

10



Base Pay Systems Review

Methodology for Pay Range Development (continued)

PCCG reviewed the County’s current ranges for pay bands two through ten, and our observations
are noted below:

- Hourly - Annual R

“Pay'| ‘Band | Band | ‘I Baud | Band | Ban
:Band |Minimum| Midpeint| Maxitnum | Minimum | Midpoint

5138,278

010 | $3594 | $51.21 $66.48 1§ 74,755 |$106,517

009 | $27.69 | 33946 $51.23 |$ 57,595 |$ 82,077 |$106,558 85% 24%
008 | $22.36 | 3$31.87 $41.38 |8 46,509 |$ 66,290 |$ 86,070 85% 22%
007 | $i8.33 $26.13 $33.92 [$ 38,126 |8 54,340 |$ 70,554 85% 22%
006 | $15.02 32141 $27.80 |$ 31,242 |8 44,533 |% 57,824 85% 22%
005 | 31232 $17.55 $22.78 |3 25,626 |3 36,504 |$ 47,382 85% 22%
004 | $10.10 | $14.39 $18.68 |$ 21,008 |§ 29,931 |3 38,854 85% 15%
003 $8.78 31251 $16.23 |§ 18,262 |S$ 26,010 |§ 33,758 85% 15%

002 37.63 310.87 $14.11 |$ 15870 [$ 22,610 |$ 29,349 35%

Overall Observations

The widths of the salary ranges are broader than those typically found for similar jobs. This
results in the minimums being too low, which may lead to recruiting problems, and the
maximums to be too high, which leads to potentially paying salaries that are higher than
market norms, and is not an effective use of salary budget dollars.

The midpoint differentials should reflect the differences in market rates for benchmark jobs
within each pay band. Based on the market competitiveness review (details are provided in
the next section of this report), overall the County’s midpoints are slightly below the market
median.

Based on the market review, adjustments to the current pay bands will be required to
facilitate career pathing within and across job families. Some options to accomplish this
include adding additional pay grades with a common midpoint differential or widening the
ranges to true “broad bands” and creating “pay zones” within the broad bands.

11



Base Pay Systems Review

Methodology for Base Pay Adjustments

PCCG reviewed the County’s current base pay adjustment policies, and found that they
incorporate sound compensation practices, provided they are administered consistently, We
have provided comments below for each method of base pay adjustment:

New hire pay
This policy is conservative yet provides some flexibility for hiring rates depending on an
applicant’s experience or skill level.

Promotional increases

This policy also provides flexibility to managers, but it is clear that a salary must stay within the
salary range. If the County is experiencing inequities in promotional increases, or the perception
of such, then it should consider adopting a policy with a more definite promotional amount.

Lateral transfers
The County’s later transfer policy and procedures are written according to standard
compensation practice.

Reclassifications/transfers to lower level positions
This policy mcorporates a standard compensation practice by allowing some flexibility for a
salary adjustment, under certain circumstances, providing it does not exceed the salary range.

Reclassifications to higher-level position
This policy incorporates a standard compensation practice by allowing some flexibility for a
salary adjustment, and outlines that the salary should be at least equivalent to the new minimum.

Internal/external equity adjustments
This practice is growing in popularity, and is desirable because it helps to maintain morale so
that new employees aren’t seen as more valuable than tenured employees.

Temporary assignments

The amount of the temporary increase of 5% or to minimum of higher pay grade is a standard
practices, but the County should consider reducing the number of days, which is cwrrently 30,
before awarding temporary assignment pay.

Annual merit increases
The County’s policy is consistent with standard compensation practices and a leader in the public
sector by basing salary adjustments on performance.

Trainee positions

PCCG considers this to be a best practice, one which is particularly helpful for hard to fill
positions or for positions with specific minimum qualifications which are usually obtained
through on the job training.

Completion of career service probation

This is a standard compensation practice, and one that 1s commonly used to support a base pay
adjustment because it is based on demonstrated ability to perform the work.

12



Market Competitiveness Review

Average Salaries

Based on competitive market data for over 80 benchmark jobs, we found the County’s average
salaries to be overall 3.8% below market median and overall 5.4% below market average.
Comparisons to market by pay band are shown below:

Pay Band 2 (7.6%) (9.9%)
Pay Band 3 {2.1%) {4.0%)
Pay Band 4 (3.9%) (7.3%)
Pay Band 5 (1.6%) (3.6%)
Pay Band 6 (3.5%) (6.6%)
Pay Band 7 (7.6%) (7.6%)
Pay Band 8 (5.3%) {1.9%)
Pay Band 9 5.9% 2.2%
All Benchmark Jobs (3.8%) (5.4%)

The following benchmark jobs have average salaries considered to be outside of a competitive
market range (+/- 15% of the market median). This indicates that internal and/or external equity
issues exist within the County.

Technician Help Desk (31.5%)
Program Manager  [Human Resources (Comp Manager) (27.8%)
Manager [Fiscal Services (23.1%)
Principal Analyst 'Web Developer (21.7%)
IAssistant Coordinator [Fleet Services (19.9%)
Team Member Meter Reader (17.5%)
Senior Analyst Senior Budget Analyst (15.8%)

T sgﬂf{ jz_i “ ;i*gfgga

Job Class 0 i i (Tob Tif]

Assistant Fire Chief |Assistant Fire Chief
Director Information Technologies
Senior Staff AssistantRecords Custodian/Imaging

13



Pay Band Midpoints

Market Competitiveness Review

Based on competitive market data for over 80 benchmark jobs, we found the County’s pay band
midpoints to be overall 1.2% below market median and overall 2.8% below market average.

Comparisons to market by Pay Band are shown below:

Jeionbh é s
Pay Band 2 24% (0.2%)
Pay Band 3 2.4% 0.5%
Pay Band 4 (1.0%) (1.7%)
Pay Band $§ (2.6%) (5.0%)
Pay Band 6 0.7% (1.4%)
Pay Band 7 (1.0%) (0.6%)
Pay Band 8 (9.5%) (9.1%)
Pay Band 9 (3.5%) (9.6%)
All Benchmark Jobs (1.2%) (2.8%)

The following benchmark jobs have midpeints considered to be outside of a competitive market
range (+/- 15% of the market median). This indicates that internal and/or external equity issues

exist within the County.

(40.1%)
Program Manager Geographic Information Services (27.8%)
Senior Technician IComputer Systems Administrator (25.6%)
Manager Planning (25.1%)
Coordinator Contracts Administrator/Engineering] (18.2%)

Solid Was

i

te

|Assistant Librarian

‘A ssistant Librarian

Senior Staff Assistant

Records Custodian/Imaging

Chief Inspector

iPublic Safety/Hazardous Materials

[Tactical Radio Operator {Tactical Radio Operator

Senior Planner

Economic Development

14



Summary of Competitive Market Data

Market Competitiveness Review

The following table (sorted by pay band) provides a summary of the competitive market data and Seminole County comparisons to market.
The detailed competitive compensation analysis is provided in the Appendix.

Seminole County

15

R L " Midpoints
“Seminole County Salary Data - - .. Compared to Market
o el g £-| ToMarket | ToMarket
- JOB CLASS el ULJOBTIRE S i i | Median . | Averdge |

Staff Assistant Clerk Typist $21,743 2 $15870 | $22610 | $29.349 sy | (1.9%)
Team Member Parks Maintenance Worker $20.887 2 $15,870 $22610 1 329,349 (9.0%) U 03%: {1.5%)
Team Member Meter Reader $18,209 2 §15870 | $22610 | $29.M9 3%  Looas | @aw
Staff Assistant Library Services $20,785 2 $16870 | $22610 | $20349 F 1w | oBew | 48%
Team Member Roads/Stosmwater $19,52 2 $15670 | $22610 | $29.349 No Match nla i nla
Pay Band 2 Average (9.9%) 2% | (02%)

Dispatcher Roads $26,957 3 $18262 | $26010 | $33758 $29.965 (100% | vz | (132
Senior Stalf Assistant _[Clerical Admin $30.900 3 $18262 | $26010 | §33.758 $30.420 16% | (02%] | (145%)
Senior Team Member _Heavy Equipment Operator §25,125 3 $18.262 | $26010 | $33,758 $29,203 (14.0%) (B8%) | {10.9%)
Senior Staff Assistant _[Animal Services $24,538 3 $18.262 | $26010 | $33.758 $27,989 (123% | (58%) (7.1%)
ssoclate Technician _[Facilties Maintenance $24,248 3 $18262 | $26010 | 333758 $27,265 (1.1%) (5.4%) (4.6%)
Senior Staff Assistant [Senior Accounting Clerk $25,182 3 $18,262 $26,010 | $33,758 $26,697 (5.7%) ~ {1fd%) (2.6%)
Associate Technician Permit Tech $24,651 3 $18,262 | $26,010 | $33,758 $25,796 4%  |otiw | o0s%
Associate Technician _Support Services $25,460 3 $18262 | $26010 | $33.758 $23.992 6.4% 8.4%
ssociate Technician _[Solid Waste $20757 3 $18262 | $26010 | $33758 $22.943 {9.5%) 15.6% 13.4%
Assistant Librarian_|Assistant Librasian $21,226 3 $18262 | $26010 | $33758 $22328 (4.9%) 186% 16.5%
Senior Staff Assistant_Records Custodian/imaging $26,354 3 $18262 | $26010 | $33758 $21896 204% 225% 18.8%
and 3 Average (4.0%) 24% | os%

hssistant Coordinator_Fleet Services $40,019 4 $21,008 | $29931 | 538,854 $50211 (203%) (0% | (40.4%)
Technician lAccounting Technigian $33,509 4 $21008 | $20931 | $38854 $32,502 28% ©6%) | B2%)
Administrative AssistanfAdministrative Assistant $33,581 4 $21008 | $29.931 | $36854 $34.793 (35%) (7.9%) (14.0%)
Technician Isoid Waste Ogerator $26915 4 521,008 | $29931 | $38.854 $31,165 (13.6%) 47%) (4.0%)




Seminole County Salary Data

Aﬁmﬁe )

- ‘JoBCLASS . |- Salary ; y e SENRIpO b M
Techniclan Help Desk $21,008 4 $21,008 $29,93 $38,854
Tradeswarker Tradesworker $29.279 4 $21,008 $29,931 $38,854
Mechanic Mechanic $28,120 4 $21,008 $29.931 $38.854
Wssistant Supervisor  Probation $30,836 4 $21,008 $29,931 $38,854
Technician Procurement Technician $29,370 4 $21,008 $20.931 $38,854
Technician Copy and Mail Center $28,580 4 $21,008 $29,931 $38,854
Tactical Radio Operator{Tactical Radio Operator $24,760 4 $21,008 $29,931 $38,854
Animal Services Officer Animal Services Officer $22,880 4 $21,008 $29,931 $38,854
Specialist Community Assistance Specialist || $31,320 4 $21,008 $29.931 $38,854
PAY. Officer P.AY. Officer $29,520 4 321,008 $29,931 $38,854
Crew Chief Roads $26.513 4 $21,008 $29,931 $38,854
Technician Roadway Signing and Markings $26.566 4 $21,008 $29,931 $38,854
Senior Technician IComputer Systems Administrator $43.451 5 $25,626 $36,504 347,382
Coordinator Contracts Administrator/Engineeting vacant 5 $25,626 $36,504 $47.382 :
Certified Tradesworker Facilities Maintenance $35,066 5 $25,626 $36,504 $47,382 |
Team Leader Circulation Services $36,957 5 $25,626 $36,504 $47,382
Lead Technician Traffic Signals vacant 5 $25,626 $36,504 $47.382 &
Lead Inspector Building inspection $35,701 5 $25,626 $36,504 $47,382 |
Team Leader Road Operations/Stormwater $35,256 5 $25,626 $36,504 $47.382 ¥
Lead inspector Roads $40,007 5 $25626 $36,504 947,382 i
Senior Technician [Support Services vacant 5 $25,626 $36,504 $47,382
Lead Inspector Environmental Services $38.444 5 $25,626 $36.504 $47,382

Communications Electronics Bench
ISenior Technician Technician $31,963 5 $25,626 $36,504 $47.382 |
[Team Leader Water and Sewer Maintenance $33.228 5 $26,626 $36.504 $47,382
Librarian Librarian $33.290 5 $25,626 $36,504 §47,382
Senior Technician Signais $34,256 5 $25,626 $36,504 | $47.382
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Market Competitiveness Review

Compared-to Market
0 Mark To Market
o _Median Average
$32,144 (2:4%) (6.9%)
$32,127 (8.9%) {1.7%). (6.8%)
$29,942 (6.1%) 15%. (0.0%)
$25,307 4.9% 8 18%
$28,531 299% 73% 49%
$28,216 13% O | 61%
$26,210 (5.5%) 356% 142%
§25,587 (10.6%) ila 17.0%
No Match nia : nfa
No Maich nfa nia
$30,405 (12.8%) (1.6%)
$26,140 1.6% - , 14.5%
Pay Band 4 Average ({7.3%) coew) | (.7%)
549,921 {13.0%) (256%) . | (269%)
n/a J(18.2%). 4 (195%)
050% | @r%) =] (11.5%)
$39,495 G4% | -i88%) ] 6%
$36.214 v - (5.1%): 0.8%
(6.0%) e | aaw
$34,865 1.1% {09%) 47%
$37,062 7.9% L01% . (1.5%)
$37.423 wa C09% ] (25%)
$38,208 0.6% 28% | (4s%)
$35.949 (1.1%) 6.3% 15%
$33.922 12.7% 8.1% 756%
$34,828 (4.4%) 8.4% 48%
$33,757 1.5% - 86% 8.1%




Market Competitiveness Review

" Seminole: County
S - Midpoints,
Seminole County Salary Data - Compared fo Market
By b Aderaga To Market
JOB CLASS . 5. JOBTITLE “. Salary - ; -Average -
Coordinator Emergency Management $44,741 5 $25626 | $36504 | $47.382 No Match n/a
Coordinator Fixed Assets $38,501 5 $25.626 $36,504 $47,382 & $46,820 (17.8%) 1 (22.0%)
[Team Leader Parks and Recreation $40,487 4] $25,626 $36,504 $47,382 539,476 2.6% L ; (7.5%)
Probation Officer __[Probation Officer $32,058 5 $25626 | $36504 | 547,382 No Match Wa__ | na | na
Band 5 Average aen) | @ew (5.0%)
Senior Coordinator  Facilities Maintenance $49,224 6 $31,242 | 944533 | $57.824 i (5.0%) {14.0%) (14.0%)
Chief Inspector Building $53.373 6 $31,242 | $44533 | $57.824 $49,645 7.5% R {10.3%)
Senior Analyst Administrative Services $41,974 6 $31.242 | $44533 | $57.824 $48,628 (13.7%) | (7:3%) {8.4%)
E ngineer Development Review $41,280 6 $31,242 | 344533 | $57.824 B $47,566 (13.2%) (58%) | (64%)
ISenior Analyst Senior Budget Analyst §38.813 6 $31,242 $44,533 | $57.824 : (16.3%) S| (0%
Senior Coordinator  Solid Waste Condracts Management §42,505 6 $31,242 $44,533 | 357,824 {11.6%) (7.4%)
[Senior Coordinator  [Support Services 342828 6 $31,242 $44,533 §57.824 {4.3%) {0.5%)
Senior Buyer [Senior Procurement Analyst 544,096 6 $31.242 $44,533 §57,824 {1.7%) {0.8%)
Planner Planning and Development $40,382 6 $31,242 $44,533 $57.824 (6.4%) 3.3%
Senior Analyst Human Resources $42.432 6 $31.242 $44,533 $57.824 $42,169 0.6% 56%
Chief Inspector Public SafetyHazardous Materials $36,192 6 $31,242 | $44533 | $57.824 $37,787 {4.2%) 17.9%
Plans Examiner Development Review $36,733 6 $31,242 $44,533 $57.824 {11.1%) o 7.8%
Senior Coordinator  [Information Services $36,084 6 $31,242 $44,533 $57.824 No Match nfa hia n/a
Pay Band 6 Average] {6.6%) 0.7%- (1.4%)
Program Manager  IGeographic Information Services $64,584 7 $38.126 $54,340 | $70,554 : $76,197 (15.2%) ,(2'{:.8"@ (28.7%)
Program Manager  Human Resources (Comp Manager) $44,803 7 $38126 | §$54,340 | $70.554 $61,663 (27.3%) (24% | (11.9%%)
Principal Coordinator _ Project Management $52,285 7 $38,126 | $50.340 | $70554 $58,492 (10.6%) 8% L @1%)
Principal Coordinator _[Development Review vacant 7 $38.126 | $5440 | $70554 $59,008 n/a CBA%) | (19%)
Senior Engineer _ PE! {Projects Manager) $55,089 7 $38126 | 354340 | $70554 $60,503 @9%) | 7ew . | (102%
Principal Analyst Web Developer $45,848 7 $38,126 $54.340 | §70.584 $56,382 {18.7%) (7.1%) (3.6%)
Program Manager Community Resources $51,127 7 $38,126 $54.340 $70,554 _ $65,333 (7.6%) {5.2%) (1.8%)
Principal Coordinatar _Information Services $48,892 7 $38,126 | 354,340 | $70554 $54,342 (10.0%) (1.0%) (0.0%)
Program Manager IDeputy Building Official $59.228 7 $38126 | 354340 | $70554 $56,049 5.7% 0.8% {3.0%)
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Market Competitiveness Review

Semingle County-
Seminéle County_S:a_larf Data
S Average
JOBCLASS . .ol ) JOBTITLE = & o 7] E SalBNY Rt EMBX Averag

Senior Engineer Development Review (Code) $53,061 7 $38,126 $54,340 $70,554 $53.922 {1.6%) 0.8%
Senior Planner Flanning $49,164 7 $38.126 $54,340 | $70,554 $53,391 {7.9%) 1.8%
Principal Planner Development Review $49,005 7 $38.,126 $54,340 $70,554 $42,899 14.2% 26.7%
ISenior Planner iEconomic Development $40,331 7 $38126 | 554340 | $70.554 (0.1%) 345%
Program Manager ICommunity Assistance $47,319 7 $38,126 $54,340 $70,554 B $53,180 {10.1%) 2.2%

Principal Coordinator _ [Technical Engineer vacant 7 $38126 | $54.340 | $70,554 [ No Match n/a nfa
e {7.6%) (0.6%)
IManager Planning $80,205 8 $45500 | $66200 { 386,070 (4.2%) (20.8%)
Manager Jnformation Services $65,395 g $46,509 $66.200 1 $86,070 (14.2%) oo (118%) - (13.0%)
Manager Fiscal Services $57,242 8 $46509 | $66,200 | ses070 250% | (0% | (13.2%)
Manager Parks and Recreation $61,818 8 $46,509 $66,230 $86.070 361,807 0.0% o (6A%) 7.3%
IAssistant Fire Chief  |Assistant Fire Chief $81,557 8 $46,509 $66,290 $86,070 $76,699 6.3% ' (5:'1%j (13.6%}
Principal Engincer __Engineering $71018 8 $46,509 | $66.200 | $86,070 $66,709 6.5% S 2% | (06%)
Buikling Official Buiiding Official $86,070 8 $46,509 | $66.200 | $86,070 $73,397 17.3% cooplas ti| (97%)

Manager Probation $63.808 8 $46,509 $66,200 $86,070 {2 # No Match nla .h]a . nfa
Pay Band 8 Average: 09% | (5% 1 ©1%)
Director Planning and Development $92,248 9 $57.595 | $82077 | $106,558 $94 495 {2.4%) C(i3%) | (13.1%)
Director Fiscal Services $86,504 9 $57,595 | $82,077 | $106,558 $85,438 36% ) (3.9%)
Director Information Technologies $89,648 9 $57,595 $82,077 _ | $106,558 $83,589 7.2% 78% (1.8%)
Director b’ublic Works $102274 9 357,995 $82,077 | $106,558 $101,982 0.3% :m'a . . {19.5%)
Pay Band 9 Average: 2.2% . (3.5%) (9.6%)

Senior Programmer  {Senior Programmer $57,585 | Notlisted nfa n/a n/a | $61,035 (5.7%) wa nfa

ISenior Operator Treatment Plant Opesator $20,492 | Notlisted nfa nia nia TRl 532,524 EL0d%) s {9.3%) - nfan na
Overall Average for All Pay Bands ] {3.8%) {5.4%) (1.2%) (2.8%)

18




Market Competitiveness Review

Benefits

Paid Time Off

Paid time off leave plans are a current trend. For the County, new full-time employees accrue 20
days per year of Paid Time Off (16 days for 24-hour shift personnel), and accrual rates increase
with service time. This is competitive with the market.

Health Insurance Coverage

Employees may choose a Managed Health Care (HMOQO) or Designated Provider Program
(POSHMO). Dependent coverage is also available at employee expense. Most organizations
comparable in employee size to Seminole County offer a variety of medical plans from which to

choose. In our experience however, most public sector employers contribute towards dependent
coverage as well.

Optional Benefits
Seminole County offers the following additional optional benefits to employees:

» Dental Insurance: A choice of prepaid or indemnity plan available for employees and
dependents at employee expense. It is a common practice cross-industry to offer dental
insurance at employee expenses, however, it is more common for public sector employers
to contribute towards the cost.

» Additional Life Insurance: At employee expense, additional life insurance up to four
times annual salary; dependent coverage also available. This is a standard practice and
competitive with the market.

» Short-Term Disability Insurance: At employece expense. The availability of STD
insurance is a standard practice for organizations utilizing PTO.

+ Flexible Spending Account: A pre-tax account for childcare and un-reimbursed medical
expenses. This is a standard practice and competitive with the market.

o Pre-Tax Payroll Deductions: Under Section 125 of the IRS Code, certain payroll
deductions for insurance coverage may be taken out prior to income being taxed. This is
a standard practice and competitive with the market.

Holidays

Seminole County currently offers 11 paid holidays, which include an employee birthday holiday
and a floating Work/Life Day. This number of paid holidays, as well as the policies and
procedures associated with holiday pay is comparable with other public sector organizations.
Eleven paid holidays is slightly more competitive than what is normally offered by private sector
organizations.

Deferred Compensation

Seminole County employees may choose to have pre-tax payroll deductions made for deposit
into a 457 savings plan up to the IRS-established maximum of $11,000 per year. This is a
standard practice and competitive with the market.

Florida Retirement System

All employees in regularly established positions are automatically covered from the first day of
employment. Seminole County pays all contributions into the system in the employee’s behalf.
This is a standard practice and competitive with the market.
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Benefits (continued)

Market Competitiveness Review

Flexible Work Hours

The use of flex-time is a growing trend among all types of organizations, and the County should
reconsider the use of this program, if feasible. The table below summarizes the feedback we
received from the Task Force about PTO and flexible work hours.

Department

7| Utilizing Flexible Work Hours? . -

Parks and Recreation

Division is open 14 hours a da'yy,‘

7 days a week, 363 days a year —
flexibility is not possible in this
environment.

None

Public Safety

PTO is too flexible resulting in
excessive unscheduled PTO.
PTO is not fair between 56 hr
and 40 hr employees

Only to meet needs of department,
not employee

Economic Development Effective, flexible and meet the | None
needs
Fiscal Services Mixed responses (both effective | None
and not effective) Eliminated by County policy

Roads/Stormwater Division

Feel there was decrease in time
when County converted to PTO
system

Some — before it was taken away

County Manager

Effective, flexible and meet
staffs needs

Limited to what is work related

Human Resources

PTO is effective, flexible and
meets our needs

No - however, flextime would be
viewed as a benefit and would not
be detrimental to service

Community Services

Flexible and meet our needs

Per County policy, flexible work
schedules were drastically reduced
this year. No 4 day work weeks.
Have the ability to adjust for work

purposes only

Service Awards

The County offers a comprehensive program of both formal and informal recognition and
incentives to reward outstanding performance and enhance service to the citizens of Seminole
County. We asked the Task Force to tell us what three Service Awards the employees in their
Department appreciated the most, and the following received the most responses:

+ Pat on the Back Award

e Years of Service Recognition Award
« Employee of the Month/Year

e Teamwork
e (ift Cards

Rewards and recognition programs are a current trend in compensation programs, and they
should be monitored regularly for effectiveness and modified as needed.
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Employee Feedback

Employee Feedback

We have included the following employee comments in this report because we believe they are
representative of some of the compensation and benefits related issues that currently exist within
the County. Comments have been edited by PCCG to make them more concise or to make them
more “generic” and not identify the employee.

Compensation for Obtaining Certain Job-Related Licenses (i.e., Inspectors)
Training efforts should have compensation rewards so that employees can strive to be the
best while our jobs remain exciting. Compensation for efforts helps us feel the growth
and continued support from our employer that our knowledge and education is our "Stock
in Trade."

Flex-Time
Flex-time is a morale booster and it offers employees the ability to work hours that are
more conducive to their home/personal life. It is a benefit for some that far exceeds
increases in other areas of the entire benefit package. It might be for child care or just
simply to avoid the central Florida traffic at rush hour; for whatever reason, flex-time
appears to be a valuable tool in keeping valued employees.

Fire Department Benefits

Fire Department benefits should be reviewed, especially to compare our time off policy
fairly as it compares to other Fire Departments in the area. We have been informed by
some in admimstration that we receive much more time off than surrounding
departments. When you compare our paid time off (PTO) to other Fire Departments'
Vacation Time alone it does appear, at first glance, that we receive more time off. This is
not the case. Similarly sized Fire Departments in the area also receive Sick Time and
Kelly Days. We do not receive these additional benefits. When compared fairly we
actually receive less total time off.

Administrative/Clerical/Accounting Positions
Due to some of these positions having the same or similar title, an in-depth review of
these job families is needed to determine where internal inequities exist.

Traffic Signal Shop
The jobs of technicians, lead and senior technicians, senior coordinators and principal
coordinators have changed so dramatically to keep up with technology, an in-depth
review of these jobs is needed.

Base Pay (Pay Compression)
It is very demoralizing to have new employees come to work and start out making what it
took some of us many years to make. I know we need to have an attractive starting
salary, but it is really discouraging for the rest of us. How about compensating the people
that have been here for years that help make Seminole County what it is today? Without
us the County wouldn't be able to consider offering a base pay increase.
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Employee Feedback

Employee Feedback

Exempt/Non-Exempt Status
The FLSA status of some jobs need to be reviewed, particularly those jobs in banded
classifications which may require different FLSA status within the same job title. Also,
the policy related to promotions when a job becomes exempt should be reviewed; in
some cases, a promotion results in less salary due to no longer receiving overtime.

Insurance
The dental insurance that we have now is not adequate to meet our needs.
Rising insurance costs reduce and in some cases eliminate an employee’s merit increase.

Part-Time Benefits
The County lacks medical and dental benefits for part-time employees. The County
should look at other government agencies that do offer medical benefits to their part-time
employees. Even if the premiums are more, it would be better than no medical options at
all.
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Overall Recommendations

Overall Recommendations

Our findings, based on this initial assessment of the County’s Base Pay Systems and Market
Competitiveness, indicate the need for a more comprehensive review. This will ensure that the
most appropriate internal equity and salary structure adjustments are made to enable the County
to attract, retain and motivate quality employees in a fiscally responsible manner.

As stated previously in this report PCCG recommends the following steps be taken:

1. Job Description Update — Update all job descriptions using a consistent format and
implement a process to review and update them annually.

2. Band Classification System/Internal Equity Review — Using the current job evaluation
method, all working titles within each band (as opposed to the broad classification title) need
to be evaluated individually based on the updated job descriptions to determine if they are in
the correct band classification.

3. Update Salary Structure — Consider both the findings of the internal equity review and
external market data to update and/or revise the current salary structure.

4. Cost Analysis — Conduct a cost analysis to determine the cost associated with implementing
the changes, including a cost option to address the issue of pay compression.
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Appendix:
Detailed Competitive Compensation Analysis

Aged MarketaSaiary Data e
SEMINCLE COUNTY DATA SURVEY DATA {ad] r"' call ]o Nﬂm the llbwmllhl in: Sanford. FL)
Average |SURVEY SURV T5th -
JOB CLASS JOB TITLE Salary  |SOURCE SURVEY MATCH # ORGS CODE |SCOPE - Yile =
Technician Accounting Technician $33508  |ERI __  [Accounting Technician Generic na n/a | Al industries - 3 years $36.658 : $33 BE
Technician IAccounting Technician $33,508  |FLOG/FPPA  |Accounting Technician 28 nfa  |Al Orgs: >3000 FTEs = )

;;g e i © $33,509 - e T e S Drewl o 8§82 - §eE65ET 1 332,%592 :
Adi Assigtant Administrative Assistant $33581 ECS fo ice _|Administrative Assistant | 1552 19,170 | 7250 |ANQOrgs -level 2 28,5 332368 §36,366 T §329030
Administative Assistant_____| Administrative Assistant 33581 |ERI Administrative Assistant nia _ nia nfa__ |All Industries - All Incs $30,041 §32,642 © _ 336,806 $33;200
Administrative Assistant Adrninistrative Assistant $33581 |[FLOC/FPPA  |Administrative Assistant 33 nia na |AH Orgs: >1000 FTEs : $38,239

Administrativa Assistant Avérag $33,581 o ) : $20348 __ $32,505 __ $36:586 . $34.793
S_mg_.ﬂ_gﬂsi _ |mdministrative Services | $41,914  |ECS-Prof [Financial or Business Analyst _785 i 3572 | 0630 [AllOrgs-Level2 340690 345422 7 $50,248  $45805
Senicr Analyst |Administrative Services T sa1974  [ERt |Economic Analyst n/a {na | nia |Alllndustries - 7 years  $46,506 $50.621 $57,076 $51.360

_ _ ‘ Administrative Seivices Average . . $41.974 o v : . L $43638  $48,021 ... $53,662 . $48,828..
Senior StaH Assistart \Ammal Semcas | $2453 |ECS-Office IAdminist(alive Assistant 989 | 12428 | 7250 |ANOrgs-Level 1 524,276 $27,608 $31,416 $27,989
I WO AN " Animal SarvlcosAvnraee S goa 538 o o RNy e e
Animal Services Officer \Ammal Services Officar | $22880 FLOC/FPPA [Anlmal Control Oﬂ" icer 6 | wa | nfa |ANOrgs: >1000 FTEs

Anlmal Smicn Ofﬂl:nr Averaga Sﬁ,ﬂﬂ . o .
!
Assistant Fire Ghisf Agsistant Fira Chief .. 5$81:557__|FLOC/FPPA _ |Fire Chief (adjusted for Assistant) 29 a nia  |AliOrgs:>9000FTEs
Assistant Fire Chief (Operations
Assistant Fire Chief Asgsistant Fire Chief IONA Chief/Deputy Chief) Alt Organizations

Assistani Librarian

521.226

Library Assistant |

A Librarian “Assistant Librarian ERI Library Assistant Al Industries - 4 years $22 615
Assistand Librarian Assistant Liorarian $21.226  |FLOC/FPPA _ |Library Assistant All Orgs: »1000 FTEs
Assistanl Librarian 521 226  |PlantCity All Organizations $17.638

s il

ERI

Construction Inspector

All industries - 10 yeal

rs

Chlef Inspector Building $53.373
Chief Inspector Buiklin §53,373 _ {Plant City Buikding Superintendent (Official) 14 14 4 All Organizations
e s B s . [T - e L L Vo : T W ICNER
+$53,373 . $43.304 ;. "
| B Y
Lead Inspactor Building Inspection | s3as701  |ECS-Tech  |Construction & Building Inspector | 11 _ 201 5970 iAIOrgs-Leveld |, s31.608  §39,127 $41,317  * $38,080
Lead Inspector ____IBuilding Inspection | ssrer |ERY Construction inspector doonma nfa .  nfa_ |Alllndustries - 5 years $33.364 $36,463  §41423 - $37,062
Building Construction Inspector " .
Lead Inspector _ |Building Inspecion __%35701 |FLOC/FPPA _ |{Single License) 24 | nfa_ | nfa_ |A#Crgs: >1000 FTEs . . o 538,244
Lead Inspector Building Inspection $35701  |Ft Pierce Building Inspector | 14 | 68 4 Alt Organizations $33,280 $37,543 $45,170 $38,458
. .o oo Buildling Inspection Average '$35,701 i s A S e c - L o| 832750 . $3TTAY . $42636 - $37,961
Building Official [Building Cfficial | 886070 FLOG/IFPPA " [Chief Building Official 26 | wa | na [AIOgs:>1000 FTEs : CUSTIBET
L Bullding Officlal Avolraga $86.,970 . . nja . .n.l'a nfa 573,397
TonnLoader ____|Cicvation Servioes 536957 _|ECSProf __ [Technical Librarian 82T 338 | 2280 AN Orgs-Level2 836621 339650 _ $44045 _ $40.Z17
| ' S L
Team Leader | Circulation Services $36957 _ |[ECS-Prof Employment/Recruiter Representative 300 E BAD | 1285 |AlOrgs-Level2 o) %3811 $40407. $45611 . $41,258.
Team Leader ) [Cirwlatioq Services $36,957  |FLOC/FPPA  |Librarian 18 t na | nma |AlOrgs: >1000 FTEs . e ~ 37,008 0
" Circutaiion Services Averags | “$36,957 - i ‘ © 836716 . | 340,028 "7  $45.280°  $30.495
Notes:

All survey data was aged 1o January 2004 and a salary differential was applied 2o reflect the cost for labor

in the Sanford, FL geographic area.
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Appendix:
Detailed Competitive Compensation Analysis

SEMINOLE COUNTY DATA SURVEY DATA
Average |SURVEY SURV
JOB CLASS JOB TITLE Salary _|SOURGE SURVEY MATCH # ORGS #INCS | CODE |SCOPE
Senior Staff Assistant | Clerical Admin $30,900 | ECS-Office Secretary 2470 [All Orgs - All Levels _
Senior Staff Assistant Clerical Admin .~~~ $30,900 |ERI Secrelaryz __hVa__|All Industries - 2 years

Senior Staff Assistant Clencal Admin ) $30,200  |FLOC/FPPA  (Administrative Secre;ary _V' ) na  |All Orgs: >1000 FTEs

| §32.530-

e S -'cnericalAd-runAn@go it $30,8007 S e iy R T VR
Staff Assistant _ Clerk Typist $21.743  |ECS-Offica _[Clerk - Typist B 2220 jAN Organizations $26,275
Staff Assislant Clerk Typist L. 8743 ERI Clerk Typist nfa __ Al Industries - All Incs $25,206
Staff Assistant Clerk Typist ‘ $21.743  [FLOCIFPPA  [Clerk Typist na  |All Orgs: >1000 FTEs ’

Communications Electronics Bench
Senior Technician Technician . .4 %983  |ECS-Tech Electronics Technician L s7 1,775 | 3990 ANl Orgs-Level 2
Communications Electrenics Bench i
Senior Technician _ Techniclan $31,963  |ERI Elecironic Equipment Repairer nfa n'a nfa  [All Industries - 5 years $29,574 J3z2:134
Communications Electronics Bench :

Technician $31,963  |FLOCIFPPA Eleclranlcs Technlman 18

i |Alk Orgs: >1000 FTEs

. < Coltiminiatiohy Electronic 5 U
. Banek Tochhlcian Avera 31,963 i : ; e LT RS .7 831,114
Program Manages Community Assi | 847819 FI.OC!FPPA Commuynity Pioject Manager 18 na __ nfa Al Orgs; »1060 FTEs

347,219

Program Manager Community Assistance FLOCIFPPA  |Program Manager, Social Services Afl Orgs: »1000 FTEs

FLOCIFPPA Community Project

Community Resources All Crgs. >100C FTEs

Program ianager §51,127

Program Manager CQmmumly Resou:oes 351,127 Plant City Community Development Director 10 All Organizations $47.179
B Community Resources Avarlge g $51,127-0 - -l ey - o L] AT AT 357;309
Computer Systems Administrator {(No s -
Senior Technician _ D) $43.451  |ECS-Prof Systems Analyst 409 3,880 | 1940 |AllOrgs-Level2 $43,340

Computer Systams Administrator (No

ERI

Computer Systems Ana_ly_s_t

$43.45

Senior Technician nfa  jAll Industeies - 4 years

Coordinator _~_~__ |Conbracts Administrator/Engineedng | vacant ECS-Prof Contract Administrater | 222 790 2030 |All Orgs - Level 2
Coordinator _|Centracts Administrator/Enginearing vacant  [FLOC/FPPA_ |Contracts Specialist 23 | . ma n/a _ |AllCrgs: >1000 FTES
Coordinator ;Contracts Admmlstraton‘Engineenng vacant SJRWMD Senior Contracts Administrator 9 41 55 1Al Organizations » 542 609 :.:' 545465 :

Contucts ‘ S

5 L G LA o nplnnrlng g wacantes. U, e vn el Al & . Ll BT TR 541 035 _§44.640 -
Technician _ j Copy and Mail Center _ _%28,580 _|FCS-Office Photocopy Machine Operator | _|All Orgs - Level 2 L $23,800 S 327813 - 3 797 .
Techniclen ~  |Copyand MailCerter 528580 [ERI Mailroom Supervisor All Industries - 2 years $22,039 523,540 ©_ §25544
Technician Copy and Mai Cemer 528580 |ERI | Printing Supervisor All Industries - 2 years $20,550 - $32,109

" Gopy and u-uc.mmvmg. - -$28,580 . s gasase 527,120". . sza 218 _

f o ) \.

Program Manager Deputy Building Official ‘ $59,228 !Flant City Building Superintendent (Official} Al Organizations $47.827 553 906 N 556 049
nar Depiity Buiildinig Official Average ___$50,228° - - SRR L | sarpir  sssos ssa;sv'é. $56,049

Notes:
All survey data was aged to January 2004 and a salary differential was applied to reflect the cost for labor . )
in the Sanford, Fl. geographic area. 2019 Appendix_xls;Market Price



Appendix:
Detailed Competitive Compensation Analysis

Principal Coordinator

|Development Review

vncan!

SEMINOLE COUNTY DATA SURVEY DATA
Average |SURVEY SURV - 25th - - © 75th e

JOB CLASS JOB TITLE Satary SOURCE SURVEY MATCH # ORGS #INCS CODE [SCOPE . Mile ile . : Avg-
Engineer Development Review $41,280 |ECS-Prof Civil Engineer _ 208 1,653 3850 |AllOrgs-Level2 $45,043 854128 ¢ 549869

Engineer Development Review 341,280 [ERI Civil Engineer nia nia n/a  |All Industries - 5 years 340,793 . $44,583 $50,647 345263
Develapment Review Averags -+ $44.280 . coo ' y v - TR $42918. . - 347274 $52,387 . $47T,566

Plans Examiner {Development Raview { $733 FLOC/FPPA  |Plans Examiner | 26 na | nfa  |All Orgs: >1000 FTEs Don R 541,322

Drevelopment Review Average - .. $36733 .5 . . . . . : nia _ nia. . nfa $41,322
[ vacant }Ft Pierce iPIanning Coardinator [ 12 26  |All Organizations $53.004 959,150 $63,567 . $53,008. .

. $53,004 1 59,450 i &

. $59,008 .

Principal PMlanner

$49,005

{SJRWMD -

|Land Resource Planner il

[All Organizaticns

$35.3?3

. 547,562

$42,809

12899

Senior Planner

Plant City .

.l

Senior Engineer [Development Review {Code) | $53081  |ECS-Prof iCivil Engineer | ._ 218 1,611 |+ 3850 |All Orgs - Level 3 : T859622
Senior Engineer |Development Review (Gode) $53061 |ERI ICivil Engineer ] na wa | wa |Alllndustries - 7 years $43.565 $54,088 .. $48,323
Coe D-volopmontRavlw(Coda) Tl T N . Y co : el R e

. ‘Average i i e L - L. - e . B - - §48,941 . $53,473 $59,171 $53,922 .
Senior Planrer Econcmic Development FLOC/FPPA  IPlanner A 32 All Orgs: >1000 FTEs - $42.462
Senicr Panner Economic D P Ft Pierce [Planner _ _L__ AT All Organizations $36 40& VQ $39,325 $43,845 $40,796
Economic Devalopment . |Planner 14 All Drganizations $33424 - §35,554 §40,168  $37.878

$42,006."

|No Match

Fao]
adivt

Principal Enginear

Plant Gity
T

City Engineer

Prircipal Engineer Engineering $71,018_ |ECS-Prot Civil Engineer 167 1025 | 3850 |AIOrgs - Level 4 | 3ess32 ~ $74,851 _
Principal Engineer _ __|Engineering $71.018  |ERI Civil Engineer o na nia n/a__ |All Industries - 8 years $44,899 $55,745 -~ $49,797
Principal Engineer Engineering Ft Pierce City Enginger 14 6 All Organizations $70,468 $91511 -

All Organizations

$74.662

Enviformental sﬁ?x}vic& Avarage

i ; : o &
Lead Inspector - . |Enviromental Sevices $38444 | FLOC!FPPA Environmental Specialist 25 All Orgs: >1000 FTEs
Lead Inspector _ Environmental Services $38444  |Fi Pierce Engineering lnspactor 14 All Organizations
Lead Inspector Environmental Servics: Plant City Engineering Tech 1V All Orgarizations

Associate Technician

Facilites Maintenance

524 248

ERI

|Buiting Maintenance R;spairer

lall Indusiries - All Incs

Associate T

"|Facilitias Maintenan

Buitding Maintenance Worker

Al Orgs: >1000 FTEs

Senior Coondinator

| Fadilities Maintenance

Facilities Maln

FLOC/FPPA

Facilities Maintenance Supervisor

All Orgs: =100 FTEs

Centified Trad rker Facilites Maintenance ECS-Tech General Maintenance Repair Worker 303 2,566 5960 |AllOrgs-level3 ]| $33034
Centified Tradesworker Fatilites Mainlenan ERI GeneraJ Malmenance Supemsor na nfa |All Industries - 5 years 339,773
K e . o e - L [ g B ST I . Y
- S . Facilitios Maintsnance Avarage ) : R S ST
Ser»or Coordinator _|Facilities Maintenance __$49,224  |ECS-Supv Building/Facilities Supervisor 413 2387 'AllOrgs-level2 _$55430 ¢
Senior Coordinator __ |Facilitles Maintenance $49,224 ERI Building Maintenance Supervisor | na | _na na 1 All Industries - 5 years . 961,861 . -.555 647
Senior Coondinator __ |Fadlites Maintenance ] _s40224 |FLOC/IFPPA  Building Maintenance Superintendent 16 na n/a__ Al Orgs: >1000 FTEs o $52 913 .
25 n/a na : ~$48.3569 :

- $58,646. - " $51,808"

Notes:

All survey data was aged to January 2004 and a salary differential was applied to reflect the cost for iabor

in the Sanford, FL gecgraphic area.
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Appendix:
Detailed Competitive Compensation Analysis

[Fixed Assals

$38,501-

SEMINOLE COUNTY DATA SURVEY DATA
Average [SURVEY T SURY : g

JOB CLASS JOB TITLE Salary _ |SOURCE SURVEY MATCH # ORGS #INCS | CODE |SCOPE T %l B

Director Fiscal Services §88.504 |ECS-Top Top Budgeting Executive 26 ~-1173 0325 |All Orgs: 500-2000 FTEs $70,946
Public Administration 1360

Dirgctor _  |Fiscal Services | 88504 [ERI Budget Director - n/a nia na_ |FTEs §70,288
Public Administration 1360

Director o _ Fiscal Services 388504 'ERI |Financial Analysis Director nia n/a nfa |FTEs $74,559

Diretor Fiscal Services $88,504 |FLOC/FPPA __ |Finance Director . 25 nja n/a__|All Orgs: >1000 FTEs

Director o __ |Fiscal Services _$88,504 _ |Ft Pierce Director of Finance e 17 17 10 __|All Organizations $84,386

Director Fiscal Services $88,504 [PlantCity  |Finance Director 4 Ali Organizations 363954 . :

Fiscal Services Avirags n . sBa504 IR $72827- 3$68;

Manager Fiscal Services $57.292  [ECS-MM Budgetary Control Manager 59 66 0330 |All Orgs: 500-2000 FTEs §$64,442  §75230 586,104 $77.974°
Manager Fiscal Sarvices $57,242 _EERI ) Budget Manager n/a _|AllIndustries - 8 years 367,844 $_73,7i9' $83,119 $74,682
T e Fiscal Services Average i o o $8T242E L F T T e E L e e L . : 866,143 . $T4475. . - $85,657 . $76,333

Coordinator | $38501 |FLOCIFPPA  |Records Coordinator | 20

$40,018 (prior

Assistant Coordinator

Fleet Services

=~ Fledt Seivices Averags:

Operations and Maintenance

Assistant Coordinator ~  [Fleet Services __ Ing) ERI Fleet Supervisor nfa na nfa__ |All Industries - 6 years
$40,019 (prior Operations Supervisor - Fleet

All Organizations

Program Geographic Information Services

ECS-MM

Information Systems Operations
Manager

All Orgs: 500-2000 FTEs

ont Services
fidn S

Informaticn Systems Operations
tManager

All industries - 8 years

584190,

Heavy Equipment Operator

Senior Team Member Heavy Equipment Operatar $25125 |ERI_ All Industries - 1 year $34,258
Senior Team Member Heavy Equipment Operator $25125 |FLOC/FPPA  |Heavy Equipment Operator 29 All Orgs: »1000 FTEs
Senior Team Member __ {Heavy Equipment Operator ..325,125 [FtPierce Equipment Operator I {Heavy) 17 All Organizations L $33.044
Senior Team Member Heavy Equipment Operator $25125  [Plant City iEquipment Operator | 10 All Organizations . $26478
fieenhocr T s 0T Heavy Equipment Operator R i ) L R A Fo el
Average . - T Co§2B428 T e Feant . VUL ; $39260 5. |
Information Systems Help Desk T B R
Technician Help Desk $21,008  |ECS-Tech Coordinator ; 245 1,229 1725 Al Orgs - Level 1 §28,179 $3M. M6 $34558 3,702
Technician i Help Desk 521008 |ERI Help Desk Technician _j_.na__| _oa na |Alilndustries -2 years | $27,356 _  $20.898 . _ $33064 $290,808
Help Desk/End User Support : s R
Technician Help Desk $21008 |FLOCIFPPA | Technician Alt Orgs: >1000 FTEs 834,834
" Help Dask Average P41 §21,008. i $32,144 :

Notes:

Ali survey data was aged to January 2004 and a salary differential was applied to reflect the cost far labor

in the Sanford, FL geographic area.
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Appendix:
Detailed Competitive Compensation Analysis

Aded Mafket Salary Data -

SEMINOLE COUNTY DATA SURVEY DATA 12 reflaci the labor maiket ifs Saritord,
Average |[SURVEY SURY 2
JOB CLASS JOB TITLE Salary |SOURCE SURVEY MATCH # ORGS #INCS | CODE |SCOPE ot Yol
Human Rasources $42432  |ECS-Prof ____ |Employee Training Specialist 387 1,519 1150 [All Orgs - Level 2 $36,621
Senior Analyst ____|Human Resources _ $42432  [ECS-Prof Employee Relations Represontative 91 203 All Orgs - Level 2 $38,798
Senior Analyst Human Resources $42,432  [ERl _ |Training Speciafist na n/a All Industries - 5 years $35,005
Senior Analyst Human Resources 342432 ERI Human Resources Analyst | .mMa |  nfa All Industries - 5years $33,678
Senior Analyst ~__ |Human Resources _ $42.432  FLOG/FPPA  [HR Analyst 28 na All Orgs: >1000 FTEs
Ft Pierce Human Resources Coordinator 14 22 All Organizations $37,948

Senior Analyst Human Resources

Tigsh atur

Program M ro Human Resources (Comp Manager) $44.803 (ERI Comp tion Manager n/a nfa nfa_ |All industries - 7 years $61,387
Program M; __{Human Resources (Comp Manager) |  $44.803 JCA Human Rescurces Manager 16 20 535 Al Companies $40,099
Program Manager Humnan Resources (Comp Manager) Senior Compensation Analyst All Orgs - Nationai

i

Information Systems Operations
Information Services $65395 |ECS-MM __ |Manages 74 83 1730 | All Orgs: 500-2000 FTEs $68,417
Information Systems Operations

$86,112

Information Services All Industries - 8 years

$65,395
it

- $82,267

$34.190"
$57,462

g 8 ?i‘
Computer Systems §
L F

A

|SIRWMOD

. i tibA Senvices'h
Senior Coardinalor jInformation Services

-Information Services Average . . -. $36,084

! Public Administration 1360
Director ~__ ilnformation Technologies $89,648 Information Technologies Director nia n/a na {FTEs $91,680
Director {Information Technologies $80,648 Information Technology Di All Orgs: >1000 FTEs

Informati ] g 89,648 - i m, T . o e - $66,436 ... 591,680
Librafan iLibradan $33,230 [ERI Librarian All Industries - & years $32,883 T $40,287 -
Librarian ~___Libradsn 833200 |FLOC/FPPA  |Librarian nfa__{ANOrgs: >1000 FTEs o
Librarian _ fLibrarian Plant City  |Librarian | All Organi $37,150

$33,290

Libractari Avérige.: $38719°

taff Assistant Liprary Services ERi afa . nfa__ Al Induslries - 1 year $23.851_ < :
Staf Assistant ~ Library Services - FLOCIFPPA na wa |AH Orgs: >1000 FTEs !
Plant Gity |All Organizations

Staff Assistant Liorary Services

“ Library Services Average < $20,786

All Orgs - All Levels

Mechanic |Mechanic _— 528,120 $38.842

I
Mechanic . |Mechanic $28120 |ERI _ 1Mechanic Machinery Maintenance a__|Adl Industries - 2 years 2 $30,335
Mechanic ) ~ iMechanic ) $28,120 [ERl ~ |{Maintenance Water Worker i All Industries - All Incs $25,764 831,147 g3

S5 Meshanic Average. $26.120 : | sz6.4857 . $33,441  $79.043 .

Notes:
Ail survey data was aged to January 2004 and a salary cifferential was applied to reflect the cost for labor
in the Sanford, FL geographic area. 50of9 Appendix.xls;Market Price



Appendix:
Detailed Competitive Compensation Analysis

Salary Data .

: AgadMa

SEMINOLE COUNTY DATA SURVEY DATA =1 hMacnruunormm in Smturd FL;
Average |[SURVEY X SURV
JOB CLASS JOB TITLE Salary SOURCE SURVEY MATCH # ORGS CODE |SCOPE 0 ;
Team Member ~ iMeter Reader _l. . §1B209 |ERI MeoterReader | nfa | . na__ |Alllndustries -1year | $22773
Team Member Meler Reader $18.209 |[FLOC/FPPA __|Meter Reader . 25 nifa _ JAl Orgs: >1000 FTEs
$19,160

Team Membar ) MelefReader 18,209 Plant City Meter Reader 1 13

All Organizations

Meter Rudcr Avéra

Do $i3209 ST i e s Ceiea i L. .
P.AY. Officer JP.A.Y. Officer [ szms20 | "~ |No Match _ ‘ [ ] [ {

Lo . P.AY. Officer Average L 529520 3 - - L - . S . - n/a nia " nla
{Manager Parks and Recreation §61,818 |FLOC/FPPA  |Recreation Superintendent 24 n‘a n/a_ jAll Orgs: >1000 FTEs P Rt o: . $59,265.
Manager Parks and Recreation 561818 |FLOC/FPPA__ |Parks Superintendent 28 1 na | na [MOgs>100FTEs | R w $58,340
Manager Parks and Recreation 361,818 |Plant City Recrea!lonn'ParS(s Director 14 14 43 [All Organizations $55,721 $80,817 $67,815 -

_S6A B
$40,467  |FLOC/FPPA

|Recreation Supervisor |All Orgs: >1000 FTEs

5520 JATOrgs - AllLevels T 529,322

Tearr Parks Mal Worker ECS8- Tech Groundskeeper . 43+
Team Mamber _|Parks Mai Worker $20,887  {ERI Groundskeeper - wa | All Industries - All incs $21,137 $25,214
Team Memby " IParks Mai ca Worker $20,887 {FLOC/IFPPA  |Groundskeeper N nfa__|All Orgs: »1000 FTEs ]
Team Mambar ) . _lParks yoe Worker 820,887 Ft Pierce Ground Maintenance Specialis 15 420 18 All Organizations $22,036
Team Member Parks Maintenance Worker PlantCity  IGroundskeeper1 o 14 62 25 [All Organizations _$18,700
o B -Parklualmomnonw::rkar IR ey e e R T e e TR e :
. - LS ot . Average | g DA s a Lo P R L . . L N o
Senior Engineer PEI (Prajecis Manager) $55.089 ECS-Prof _ _ jCivil Engineer " 216 1,611 3850 |AllOrgs - Level 3 $54,217
Senior Engineer PEI (Projects Manager) $55.089 |ERI Civil Engineer nfa nfa nfa Al industries - 7 years $43,565

Senior Engineer SJRWMD Senior Project Manager All Organizations $66,106

PE| {Projects Manager)

*PEI (Projects Manager) Averags: 1$54,66

Assaciate Technidian PormitTech 24651 [FLOGIFPPA _ IPermit Technician ' z nia na _[All Orge: >1000 F1Es

Associate Technician Permit Tech | _$24851 _|FtPierce Licensing & Pgrmit Clerk 18 64 21 |All Organizations $23105 %

Associate Technician ~ |Permit Tech ) ] '$24,661  [SJRWMD Permit Data Technician 12 91 6 All Organizations $22,552 . $25100.° k -$25,483

Lot Pormit Tech Average - " yadesi . L . .. ‘ - U L $23020 - §25737 - $27.243 . 825796

Manager |Planning - | 580,205 IERI ! Planning Manager Long Range ! na | nfa | nfa_ |AllIndusties - 10 years $80,476 . $88467 . $101,252 $80,339 -

Manager | Planning ] \ sao.zos iFLOC.'FPPA _|Plamning Director {28 | na | nla jAlONgs >1000FTEs A C 387,113
RN g Average 1 T L R  $BO.ATE . . “$83,726

Senior Planner 349,164  |ERI IAN Industries - 7 years $48,436 $53:391.,. -

Averngs. 549164

Public Admiristration 1360

Direclor Planning and Development | $92,248 _|ERI Planning & Development Director wa FTEs $81,722
Direciar Plarwiing and Development 92248 |FLOCIFPPA | Development Director - KL AllOrgs: 1000 FTEs _
Lo oy e R ':P!lnnlnqandbevnlcprmm Lot L BT P ] ’ : e T : o R

. S - - Average s 7L §92,248. 7 L : L R - - i i . $81,722 - - $92:538- ° $109.845. ...
Planper  |Planning and Devalupment $40.382  |ERI Plj-;gner R | na_ na nfa__ |All Industries - 5 years $44,452 . $48301: §54,460 -
Planper Planning and Development | $40,382  |FLOCIFPPA  |Planner o I - S nfa nja___|All Orgs: >1000 FTES B Rl - §4z2482
Planner Planning and Development 340,382 |Plant City Planner ] 14 15 33 [AR Organizations §33.424 | $35554 $40,168 . $37,876

IR Planning and Davulupmoni (N . : S ’ T o D o S

s S Eavirage ) . 540382 . L R ] e < el s38.938 347,314 . §43125 .

Assistant Supesvisor {Probauon ‘ o T sa0836  [ERI ~_ [Secretarial Supervisor | nfa | mwa | nfa |AlIndusties -5 years §27,054 $33,146 - $28,397.°

§27,054 S'$33,146.. - $20.397

Pmbatlon Averﬂo

Notes:
All survey data was aged to January 2004 and a salary differential was applied to reflect the cost for labor ) ]
in the Sanford, FL geographic area. 6of9 Appendix.xls;Market Price



Appendix:
Detailed Competitive Compensation Analysis

: Aged Markef&alany Dala
SEMINOLE COUNTY DATA SURVEY DATA rik %
Average |SURVEY SURV

JOB CLASS JOBTITLE Salary _ |SQURCE SURVEY MATCH # ORGS # INC3 CODE_[SCOPE
Manager Probation $53,898 |No Match

g . T i LAy s s o Lo *‘ s k T : LA

- . Probaiicn Average . $63,898 . oo L te S g e 0 R R L

Probation Officer | Probation Officer \ $32058 | [ No Match ] | i I |
s e | ;. Préliation Officéi Averaga .. ... snon' St T T S T PR
Technician | Procurement Technich __$29370  |ECS- Oﬁ" ice  |Purchasing Clerk [ 715 1 2070 | 6080 |AllOrgs-AliLevels
Technician lPrDcurement Technician $26,370 JE_RI ) I roct at Cle L J n i . nf; | n/a _.JAII Industries - All Incs

¥
{Principal Coordinetor _{Project Management $52285 |PlantCity  |Community Develepment Director 10 |ANl Organizations . " b §57473
{Principal Coordinator Project Managemenit §52285 |SJRWMD  |Co struction Program Manager i :_3_5 Al C_)rg_ani.zalion : i _‘5?1 176
' ” $52,28!
Chief Inspector Public Safety/Hazardous Matarial $36,192 |FLOC/FPPA  |Environmental Specialist 25 1 nfa | nfa |AlOrgs:>1000 FTEs
Chief lnspecior 7 Public Safety/Hazardous Materiats $36192 |SJRWMD Environmental Scientistl 14 81 40 |All Organizalions
e T T PuhllcSafctnyaurdou:Mat-rial: RO S S el [ TLTRY e W e Lt I
Average - - L. $36,192 . L i . : . L : : C Do $34.824 i $37,787 -
Director |Pubhc Works ] | s102274 [FLOCIFPPA  [Public Works Director ] 27 [ wa | nfa [AllOrganizations - o i $101,882°
Public Works Average © .. §102.274 ﬁ ‘ Ry e S ' S P s . . onla - $101,982
Senior Staff Assistant Records Custedianimaging ‘ $26,354 ‘ECS-Ofﬁr;e Micrographics (imaging) Operator [ 151 ‘ 932 ‘ 2247 ‘AII Organizations $19,706 $21,230° .- $23990 ° $21,896
: . Records Cuttodilnﬂmaglng R Lo " ) : O B . . . S
: : - .. Average . $28.354 P ) L - . . $19,706 $21,230 . . $23990 $21,896
Team Leader |Road Operauonsfstormwaier | $35256 |FtPierce |Foreman | ] 14 | 173 | 1T |AllQrganizations $29,677 $36,846 $37995 - $34.865
- Road Dperatlon:iStommuhr Lo . A ! . : L. - ) . o R 2
R 2 Average Lo 7835256 . o o S . $29,677 $36.846 . $37,085 - §34,865
Crew Chief |Roads ] | 826513 FLOCIFPPA  [Crew Leader ] 28 | ma | na |AlOrgs:>1000 FTEs : i $30,405
Lo - Roads Average - _ L 57613 S : Tl S ) L S na nfa_ ‘nda .. - $30,405
Dispatcher - Roads 826957 |ECS-Tech  |Dispatcher o { 449 | 2202 | 6380 |AllOrgs-Leveld © $25,323 $31,511 _$39.413 532,368
Dispatcher ) iRoads $26957 IERI Dispatcher ! nfa | nia | nfa |Allndustries - All Incs $25,196 $27.066 $30,057 $27,561
st . - Roads Average - .. $2695T. o e TR LD n L $35260 .§20280. " $34735 . $29.965
Lead Inspector |Roads ‘ ] 34000? ]ERI | Construction inspector ) \ | | n/a  |Alltndustries - 5 years $33,364 ;| $36463 | 41423 -537062

iy

" Fods Av-ngo':' - m.oork

$36,463.
38453

|Roads/Stormwater  $19,526 ]
'-'ﬁo;&;lsltonmattri;tb'}agi_ B $19,526. . ;.- )
|
Tochnician Roadway Signing and Markings l 526 566 lFLOCIFPF'A i nfa |AJI Orgs: =1000 FTEs
N B 'RoadwwSIgnlng-ndedngs B S L L . o ST Sk R R
L T Averige, ' - Pyt 526556; SO e ey - SR . . . AP T na: o .

Senior Stafl Assistant |Sen|orAmoum|ngCIad< i $25182 1Ecs Office |Accounting Clerk o134 | 10228 | 0320 -|AlIOrgs - Level 2 $24,857  « $27418 $30,464
Sanior Staff Assistant |SsmorAwounung ok . $25182 [ERI [Acsounting Clerk nfa | na | nla Alllndustries - All Incs L..$25122 | 827,685

L .

" 528270 . $29,07

* Sanlor Ancounllng Clark Averag- 252"

Notes:
All survey data was aged te January 2004 and a salary differential was applied to reflect the cost for labor

in the Sanford, FL geographic area. Tof9 Appendix.xls;Market Price



Appendix:
Detailed Competitive Compensation Analysis

; Aged Markst Sala' y Dah
SEMINOLE COUNTY DATA SURVEY DATA aphici F
Average |[SURVEY SURV
JOB CLASS JOB TITLE Salary SOURCE SURVEY MATCH #ORGS #INCS CODE j{SCOPE ; B
Senior Analyst Senior Budget Analyst $38,813  |ECS-Prof Budget Analyst 188 988 | 0350 |AlDrgs-Level 2 $40,123
Senior Analyst . _ |Sonior Budget Analyst $38813  |ERI Budget Analyst R nia nfa _ |Allindustries -fyears |
Servior Analyst Semc-r Budgel Analysl SIRWMD Budgat Analyst ] 18 }32 All Organizations

T SR Budget ‘Andtyst AvaFage:

Senior Buyer _ |Senier Procurement Analyst [EC3-Prof | 673 [ 2316 _| 8040 |All Orgs - Level 2
Semor Buyer ]Senlor Procur men! Anal t All Organizations
oy . B ;

Senior Programener ECS-Praf General Programmer/Analyst ! All Orgs - Leved 3 N
Senior Programmer Senior Programmer % 857585 |ERI ___ |Programmer Analyst __nfa___ nia n/a _ |All Industries - B years ) $56,998
Senior Programmer Senior Programmer $57,565 |FLOC/FPPA  1Sr. Programmer/Analyst .o _41.2r ! nfa_ | na  |AlOrgs: >1003 FTEs R '
Senior Programmer Senior Programmer §57,585 |CA Mnal_yst.'Programmer m ) 9 178 655  |All Companies $57,438 $71,115- - §75625 - $66 788
o . - . Senior Programmer Average $57,585 s T : - : e . B $55,052:° ..$83,395 ---.$60,962 . $61,035
Senior Technician |Signals | 534.266  ERI | Street Light Repairer | na | wna | afa_ |Allindustries - 2 years _$31,467 $33,610 . $37.039  '$34,189
Senior Technician | signals _ | $34.256 [FLOG/FPPA |_Trafﬁc ssgnal Technician ) 21 | wa | nia” JAUOrgs:>1000 FTEs o . T o $33,345

ey B LT _.';’_‘

|water Maintenance Workes

. $37.039, %
$25,168

U e i 8814674 §33:810.
) ‘.’i" Industries - 1 year $20,818 $22.401 ;

s $34,256.
[ s20757

- Slgnals Average .+ .
[Sclid Waste

Associate Technician

Salkd Waste Operator It IHeavy Equlpment Operalor

1_

Solid Waste Operal

id Wast Equipmenl Operatol

r 571625 2245 |All Orgs - Level 1

Assoclate Technician \ i °5-C Office Services A = §aa084
Technician Phetocopy Machine Operator 124 985 2080 |AJIl Oegs - Level 2 $30,750
Associate Technician Mailroom Clerk . nla___ . nfa nfa _ |All Industries - All Incs $20.726

P

Associate Technician r lab nfa n/a_ |All Industries - 1 year C§26,174 42

. Support Seivices Average’

Generic Administrative Services - K R

Senior Coordinator Support Services $42828 |ECS-Supv _ |Superviser | 1889 | 5892 2716 Al Orgs -level?2 | $37,396 $43471 _ $§51,538 - $45,179 ..

Senior Coordinator Support Services 1 se2828 |ERI | Graphic Supervisor nfa | n/a_ | __nwa |Allndustries - 7 years $41324  §45,163 $51,306 $45,850 °
Senior Coordinater Support Services o [ s42828 [ERI Print Shop Foreman ‘ nia i nia a  |Al Industries - 7 years $39,422 - §42,589 $47.658 $43,275
Support Sorvices Average - ' $42,628 S IR TS L EE b o ' : o .$39,381 . $43741 . $50,167 $44,768

Senior Technician

Support Semces . LS)RWMD lAssociata Cont!‘atns Administrator " AI! O_rgani._zatipns $33,509 -\' _'S'36_,167 . 342473 537423 .

o E T Support Snrvlm Avurage - ; L . 5 v 2L o 833,509 : 473, .
Tactical Radio Operator | Tactical Radio Cperator 524 Jeo¢ |ERL |D|spatcher Genenc n All Industrigs - 1 year $20,556 $24, 521 . §$22.5267-
Emergency Communications Operator l i

Tactical Radic Operator Tactical Radic Operator $24760  |FLOC/FPPA  |Dispatch . $20,804

All Orgs: »1000 FTEs

$26.210
-nfa .-

Notes:
All survey data was aged to January 2004 and a salary differentiat was applied ta reflect the cost for labor ) )
in the Sanford, FL geographic area. Bofg Appendix,xls;Market Price



Appendix:
Detailed Competitive Compensation Analysis

[Trafhc Signals B

< Traffic Signals Average:

| Al Orgs: >1000 FTEs

- $36,021

A Agnd Market Salary Data - i
SEMINOLE COUNTY DATA SURVEY DATA - [adjusted gua hically to r-'fhcﬂh- labofmrlm Ins.Mord, FL)
Average |SURVEY SURV 25t
JOB CLASS JOB TITLE Salary SQURCE SURVEY MATCH # ORGS #INCS CODE _|SCOPE Haile
Tradesworker } __|Tradesworker 829279 |ECS-Tech General Maintenance Repair Worker 6§72 4,499 5960 |All Orgs - Level 2 $28,561
Tradesworker _ | Tradesworker $29279  |ERI_ General Maintenance Worker a1 nla | nfa__|AlIndustries - Adl Incs $26.369
Tradesworker Tradesworker ~ | 29275 |FLOCIFPPA _ [Carpenter _ 25 nia wa |Al Orgs: >1000 FTEs o
Tradesworker | Tradesworker _ __$29219 |[FLOC/FPPA  |Electrician 31 nia n/a__ |All Orgs: >1000 FTEs
Tradesworker Tradesworker §2027¢  |FLOC/FPPA _ |Painter : .2 __na | nfa_ |AlOrgs: >1000 FTEs _
Tradesworker Tradesworker §29.279 Ft Pierce _ Electrician 17 53 12_ All Organizatiups 531 282
Tradesworker Average .. .. 28218 . S . : L . - $27.737. .. $346TT . - $32427
Eggg Technlman [Traffic Signals [ vacant |ERL __|Street Light Repairer | wa na | nia_|Allindustries - § years $36.021 .. 7542308 - §30,082.
Lead Technician vacant |FLOCIFF'F'A Traffic Signal Technician ‘ 21 na | nia i _$§3,345‘ .

 Treabment Blant Operator Averags .

{§29349

Senior Operatar Treatrnent Plant Operator | $29482 |ECS-Tech Wastewater Treatment Technician oM 1,002 4087 _|Alt Orgs - All Levels $26,275 -$32,368 3

Senior Operator Treatment Plant Operator 529492 |ERI _ _|Water Treaiment Operator na na n/a  |All Industries - 5 years $27,148 ©$20670°  _ $33,706_ 830 201"
|Senior Oparator | Treatment Plant Oparator _$29492 _ [FLOC/FPPA__ |Treatment Plant Operator - A 16 nla _nfa _|All Omgs: >1000 FTEs e noe $41,132
Senior Operator _|Treatment Plant Operator Plant City _|Piant Operator 1l (Water/Wastewater) All Organizations $26,207 - §$31.920

Senior Operator Treatment Plant Operator SJRWMD invastve Plant Technician All QOrganizations $26,43 532 835

Principal Analysl

Tearn Leader Water and Sewsr Maintenance $38228 [ECS-Tech M e Mechanic 526 6,123 5940 (Al Orgs - Level 2 $20,798
Team Leader Water and Sewer Maintenance $382286 |ERI Water Maintenance Worker n/a nia __a__{AllIndustries -AllIncs | $25,764
Team Leader [Waler and Sewer Maintenance $33228  |Plant City Chief Plant Operator 16 5 {All Organizations $34,255
- W w-(arandSmanlalntmanu - LR L S SRR R T : ) S S RN

- - Average ool $38,228 - L e L A . - : $29,938° - $33,783 - $37,385 - .$33,822
Prncipal Analysl Web Devaloper T ] $45848 |ECS-Prof Web Developer T E 1.331 1652 JAll Orgamizations |, $98.261 . $55.458  $64.253 856967 .
Principal Analyst | web Devetoper ERI ___|Weh Developar [ nia__ 1Al Indusiries - 7 years $57,660 S61 586 ¥ §67,868

Weh Developer FLOC/FPPA  |Webmaster :

Survey Sources

$62428. :

ECS-MM = Watson | Wyatt, ECS industry Repor on Middle Managemenr Compensetlon

ECS-Office = Watson Wyatt, ECS Geographic Report on Office Personnei Compensation

~4—

ECS-Prof = Watson Wyalt, ECS Geographic Repoert on Professional & Scientific Personnel Compensation

EF

ECS-Supv = Watson Wyatt, £CS Geogrephic Report an Supervisory Management Compensation

-conomic Research Institute

ECS-Tech = Watson Wyatt, ECS Geographic Report un Technician and Skilled Trades Personnel Compensation
ECS-Top = Watson Wyatt, ECS Geographic Report on Top Management Campensation

Ft P|erce Palmer & Cay Consulting Group Private Survey - City of Ft. Plerca FL

IONA, - Palmer & Cay Consulling Group Private Survey - ONA-McGregor Fire District, FL

JCA = Jacksonville Compensation Association (Compensation Survey 2002)

Mercer = Benchmark Compensation Survey {2002 Metropolitan Survey)

Plant City = Palmer & Cay Consulting Group Private Survey - City of Plant City, FL

SJRWMD - Palmer & Cay Consulting Group Private Survey - St. Johns River Water Management Systems, FL

MNotes:

All survey data was aged to January 2004 and a salary differential was applied to reflect the cost for labor

in the Sanford, FL geographic area.
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